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CHAPTER I 
RESEARCH PROBLEM 
Introduction 
The environment in which community colleges operate is changing. 
The boom era of the 1960s and 1970s is over and limited resources seem a 
certainty for the future. Decreasing financial resources, declining 
enrollments, changing enrollment mix, increasing criticism of higher 
education, changing emphasis of community college services and programs, 
and increasing willingness of students to sue educational institutions 
are concerns (Clagett, 1980; O'Keefe, 1985; Peterson, 1982). 
As the educational institutions have been adapting to the 1980s, 
there has been an increased emphasis on determining the causes of 
burnout of employees in human service organizations and determining the 
consequences of burnout. At the same time, there has also been an 
increased focus on burnout in education (Mahr, 1983). Most of the 
research on burnout relates to elementary and secondary teachers. Much 
of the research relates to the demographics of the individuals and the 
level of burnout. The limited research on burnout in higher education 
indicates that burnout is widespread in the faculty. That research also 
reveals there is a difference in the level of burnout and the 
demographics of higher education faculty when compared to elementary 
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and secondary teachers (Di Falco Vander Ven, 1982; Gover, 1983; 
Melendez, 1986; Melendez & de Guzman, 1983). 
The literature identifies two broad conceptual causes of burnout. 
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One concept is that the variables having the greatest significance in 
relation to burnout are personal in nature (Colasurdo, 1981; DiFalco 
Vander Ven, 1982). ·Significant personal characteristics of the 
individual relate to methods of handling problems, interpersonal style, 
expression and control of emotions, and conception of self (Colasurdo, 
1981; Di Falco Vander Ven, 1982; Edelwich & Brodsky, 1980; Maslach, 
1982). Personality types (Kilpatrick, 1986), life events (Cardinell, 
1980), commitment (Anderson, 1985), and discrepancy between individual 
expectations and reality encountered (Colasurdo, 1981; Edelwich & 
Brodsky, 1980) are also posited as factors significantly contributing to 
burnout. 
The second conceptual cause of burnout is that a relationship 
exists between burnout and working conditions and factors in the work 
environment (Bruno, 1987; Forehand & Gilmer, 1964; Glowinkowski & 
Cooper, 1985; Peterson, 1980). Research has shown a significant 
relationship between these factors in the organization and burnout: 
Feedback from the administration (Clagett, 1980; Dick, 1986; Fong, 
1984), peer relationships (Dick 1984; Fong, 1984; Youree, 1984), role 
conflict and role ambiguity (Riffel, 1986; Schwab & Iwanecki, 1981), 
bureaucratic structure (Riffel, 1986), job content and workload (Gover, 
1983; Hudson, 1981), and leadership and management style (Bivens, 1985; 
Boenisch, 1983; Dick, 1986). The role the organization can play in the 
burnout syndrome is recognized as significant, especially in bureau-
cratic systems (Chernis, 1980; Edelwich & Brodsky, 1980; Maslach, 1982). 
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Need for the Study 
Educational administrators in community colleges need to be aware of 
the patterns of burnout in the faculty in order to plan for the 
reduction and management of that difficulty in the faculty. 
Implications are that, by removing the barriers or factors relating to 
burnout, the problem may be prevented, faculty productivity may be 
increased, and the overall quality of education may be improved (Carroll 
& White, 1982; Cohen & Brawer, 1982; Clagett, 1980; Golembiewski, 1982; 
Matteson & Ivancevich, 1987). 
Statement of Problem 
There is considerable information about personal demographics and 
the incidence of burnout of individuals working within an institution. 
Further, there are some indications that various dimensions of 
organizational climate contribute to and/or cause burnout. 
The problem is that educational organizations, especially in post-
secondary education, do not have adequate information about the specific 
relationship between organizational factors and faculty burnout to 
address effectively the burnout problems in their institutions. The 
lack of understanding of organizational factors that are related or 
contribute to burnout prevents the administration from identifying 
patterns of burnout as well as determining possible changes that might 
be needed in the organization. 
Purpose of Study 
The research on the relationship of organizational climate and 
burnout in community colleges is limited. The purpose of this study is 
to determine the relationship of the dimensions of organizational 
climate to the perceived level of burnout among faculty in community 
colleges. 
Research Questions 
The major questions asked were: 
1. Hhat is the level of burnout among faculty in community colleges? 
2. How do the levels of burnout compare with the normative data for 
post-secondary education? 
3. What are the dimensions of organizational climate that relate to 
burnout among faculty in community colleges? 
Variables 
In this study, the independent variables were the eight indices of 
organizational climate and eleven selected demographic factors. The 
indices of achievement standards, intellectual climate, practicalness, 
supportiveness, orderliness, impulse control, development, and control 
were operationally defined by the Organizational Climate Index (OCI) 
(Richman & Stern, 1976). High scores for the factors of organizational 
climate indicate the presence of the factors in the organization. 
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The eleven selected demographic factors were based on the review of 
literature and/or recommendations for further study. The factors 
selected were: age, gender, number of years in current teaching 
position, number of years in teaching, number of years in an occupation 
other than teaching, highest level of education, number of course 
preparations per semester, number of institutions in which employed as a 
full-time faculty member, subject area taught, and availability of 
intervention strategies at the institution. 
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The dependent variables in the study were the three aspects of 
burnout: emotional exhaustion, depersonalization, and personal 
accomplishment. The variables were operationally defined by the Maslach 
. Burnout Inventory (NBI) which is also referred to as the Educators 
Survey (I1aslach & Jackson, 1986). High scores on the emotional 
exhaustion and depersonalization subscales indicated a high degree of 
experienced burnout; low scores on the personal accomplishment subscale 
indicated a high degree of experienced burnout (Maslach & Jackson, 
1986). 
Limitations 
The limitations of the study are as follows: 
The study is limited to the extent that the.data are based on the 
perception of the respondents. 
The study is also limited to the extent that the respondents are 
from colleges whose presidents agreed to have their faculty participate 
in the study. These colleges may not be representative of the total 
population. 
The instruments used in the study do not provide a single measure 
of burnout or a single measure of a good or bad organizational climate. 
Delimitations 
The following delimitations were placed upon the study: 
The population for the study is the coffiQunity and junior colleges 
listed in 1985 Higher Education Directory for the states of Arkansas, 
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Colorado, Kansas, Hissouri, Nebraska, and Oklahoma that have state, 
local, or state and local financial support and control. The population 
was further delimited to the institutions \vhose president, chief 
academic officer (vice president for instruction or dean of 
instruction), officer for occupational or vocational education and 
assistant academic officer (if included in the organizational structure) 
were employed by the same institution during the previous academic year. 
Only full-time faculty members with full-time teaching assignments 
were included in the study. Another condition for selection was the 
faculty member had full-time teaching responsibilities in the same 
community or junior college during the previous academic year. 
The research instruments--the Haslach :Burnout Inventory (HTII) and 
the Organizational Climate Index (OCI)--,vere selected from instruments 
that had high reliability and validity ratings for this kind of 
research. 
The study did not attempt to identify the coping strategies of the 
individuals. 
Assumptions 
The following assumptions were placed upon the study: 
It was assumed that the respondents had no difficulty understanding 
the directions or the statements presented on the MBI and the OCI. 
It was assumed that the respondents completed the HBI and the OCI 
in privacy without knowing how other respondents were answering. 
It was assumed that the respondents felt there would be respondent 
confidentiality and, therefore, felt comfortable expressing their true 
feelings when completing the EBI and the OCI. 
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It was assumed that the respondents were unaware that the Educators 
Survey is a measure of burnout and were not sensitized to the general 
issue of burnout. 
Definitions 
The following definitions are given in order to provide an 
understanding of concepts basic to the study. 
Achievement Standards: A measure of the Organizational Climate 
Index of the environment factors that are perceived to stress high 
standards of personal achievement, to maintain high levels of motivation 
and energy, to provide recognition for work of good quality and 
quantity, and to constantly subject established procedures to 
evaluation, revision, and improvement (Richman. & Stern, 1979, p. 10). 
Burnout: A cumulative stress response of an individual whose job 
requires extensive contact with people. Burnout is a syndrome 
characterized by emotional exhaustion, depersonalization, and feelings 
of decreased personal accomplishment and effectiveness. Burnout is 
viewed as a continuous variable, not as a dichotomous variable (Maslach 
& Jackson, 1986, p. 2). 
Community College: For the purposes of this study, a college 
offering at least a two-year program of college level studies leading to 
an associate degree that is wholly or principally creditable toward a 
baccalaureate degree. The college awards the associate degree as its 
highest degree. 
Control: A measure of the Organizational Climate Index that 
indicates institutional emphasis on an orderly work environment and a 
restriction of personal or individual expression. Control is a 
composite score determined by the measures of orderliness and impulse 
control (Richman & Stern, 1979, p. 11). 
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Depersonalization: The subscale of the Maslach Burnout Inventory 
that measures the depersonalization aspect of the burnout syndrome. 
Depersonalization represents an unfeeling and impersonal response toward 
the students and colleagues in one's work environment (Maslach & 
Jackson, 1986, p. 2). 
Development: A measure of the Organizational Climate Index that 
indicates high standards for intellectual achievement while maintaining 
institutional support for individual growth. Development is a composite 
score determined by the measures of achievement standards, intellectual 
climate, practicalness, and supportiveness (Richman & Stern, 1979, 
p. 11). 
Emotional Exhaustion: The subscale of the Maslach Burnout 
Inventory that measures the emotional exhaustion aspect of the burnout 
syndrome. Emotional Exhaustion represents feelings of being over-
extended and/or exhausted by one's work (Maslach & Jackson, 1986, p. 2). 
Experienced Burnout: The feelings of emotional exhaustion, 
depersonalization, and lack of personal accomplishment as measured by 
the Maslach Burnout Inventory (MBI) (Maslach & Jackson, 1986). 
Full-Time Faculty: For the purposes of this study, full-time 
faculty is defined by each institution. A typical definition would 
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include faculty members who teach at least 15-credit hours per semester, 
have assigned committee responsibilities, and advise students. 
Impulse Control: A measure of the Organizational Climate Index of 
the environment factors that imply a great deal of constraint and 
organizational restrictiveness. Faculty feel their behavior is on 
display and behave accordingly. Opportunities are limited for personal 
expression or impulsive behavior (Richman & Stern, 1979, p. 11). 
Intellectual Climate: A measure of the Organizational Climate 
Index of the environment factors that are perceived to promote and 
facilitate scholarly interests and intellectual activities and pursuits 
(Richman & Stern, 1979, p. 10). · 
Intervention Strategies: Programs that might be available such as 
substance abuse programs, substance abuse counseling, stress management 
programs, stress management counseling, sabbaticals, and time management 
training. 
Job satisfaction: The degree to which an individual experiences a 
feeling of comfort in the work environment. 
Junior College: see Community College. Hereafter called community 
college. 
Maslach Burnout Inventory (MBI): A 22-item instrument was used to 
measure the experienced burnout of the community college faculty in the 
study (Maslach & Jackson, 1986). To avoid sensitizing the respondent to 
burnout, the form used with educators is entitled Educators Survey. 
10 
Orderliness: A measure of the Organizational Climate Index of the 
environment factors that indicate procedural orderliness, neatness, 
conformity of personal appearance and institutional image, and 
expectation of faculty support of administrative policy (Richman & 
Stern, 1979, p. 11). 
Organizational Climate: A set of characteristics that describe an 
organization, that distinguish the organization from other 
organizations, that endure over time, and that influence the behavior of 
the individuals within the organization (Forehand & Gilmer, 1984). 
Organizational Climate Index: An 80-item instrument that was used 
to measure the perceived psychological climate of the community colleges 
in the study (Richman & Stern, 1979). 
Personal Accomplishment: The subscale of the Maslach Burnout 
Inventory that measures the lack of personal accomplishment aspect of 
the burnout syndrome. It represents feelings of successful achievement 
and accomplishment in one's work with people (Maslach & Jackson, 1986, 
p. 2). 
Practicalness: A measure of the Organizational ~limate Index of 
the environment factors that relate to being well-organized, to having a 
well-structured organizational hierarchy, and to having clear 
organizational objectives (Richman & Stern, 1979, p. 10). 
Stress: An adaptive response that is a consequence of any action, 
situation, or event that is seen as disruptive and places demands upon 
an individual (Matteson & Ivancevich, 1987, page 10). 
Supportiveness: A measure of the Organizational Climate Index of 
the environment factors that indicate respect of the individual, a 
supportive environment, a sense of fair play, and an openness in the 
work environment (Richman & Stern, 1979, p. 10). 
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CHAPTER II 
REVIEW OF RELATED LITERATURE 
During the 1960s and early 1970s colleges were concerned with 
existing and predicted shortages of instructional personnel. The 
institutions focused attention on a variety of problems related to 
faculty recruitment, development, evaluation, and retention. Faculty 
were mobile and mistakes in appointments could be corrected fairly 
easily; faculty members would move on to another college (Hudgeons, 
1980). 
Graybeal (1981) predicted that the 1980s and 1990s would be an era 
of significant changes in higher education as well as in many aspects of 
American life and work. He indicated the principal causes of these 
developments would be demographic and economic and would affect the 
majority of those employed in higher education. 
Faculty have typically entered the professorial ranks with the 
expectation of job security and stability; status; and upward and 
lateral mobility within the academic community. Now faculty members 
encounter limited upward and lateral mobility, and many face the 
prospect of teaching in the same institution until retirement or of 
having their positions eliminated entirely. Reduced faculty turnover 
and budgets limit the ability of institutions to hire new and/or young 
faculty (Hrutka, 1983; Jacobson, 1985; Melendez & de Guzman, 1983). 
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The decade of the 1980s has been and is producing a generation of 
college faculty trying to cope with surprisingly high levels of job 
stress (Clagett, 1980; Gmelch, Lovrich, and Wilke, 1984; Jacobson, 1985; 
Mayhew, 1979; Seldin, 1987). In a survey of 2,000 faculty members in 17 
colleges, Melendez and de Guzman (1983) found that 62 percent of the 
faculty acknowledged severe or moderate job stress. Gmelch (1984) 
reported similar findings from a survey of 1,900 professors at 80 public 
and private universities. Sixty percent of the daily stress in the 
lives of the respondents came from their work as faculty members. 
Freudenberger (1974, 1977), Maslach (1976, 1982), Freudenberger and 
Richelson (1980), and Cherniss (1980) refer to the effects of stress as 
burnout. Watkins (1982) and Melendez and de Guzman (1983) recognize the 
effects of stress in higher education and refer to burnout in college 
faculty as the new academic disease. Academic administrators and 
faculty members must be aware of the symptoms and consequences of 
burnout, must accept burnout as an issue in higher education, and must 
see it as a phenomenon that must be dealt with openly (Bolding & Van 
Patten, 1982; Clagett, 1980; Gmelch, Lovrich, & Wilke, 1984; Seldin, 
1987; Watkins, 1982). 
The popularity of the term "burnout" and the burgeoning literature 
surrounding it imply that burnout should be studied as a phenomenon of 
the helping professions rather than as an individual fault or defect 
(Maher, 1983; Seavicki & Cooley, 1983). Clagett (1980) suggests that 
burnout and stress will be better understood when viewed as an 
organizational outcome rather than as symptomatic deficits in the 
personality of the casualties. The organization may affect an 
individual's behavior by placing constraints upon freedom of choice, 
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through rewarding and punishing behavior, and through events in the work 
environment. These organizational stimuli are perceived differently by 
individuals and may lead to stress and burnout (Forehand & Gilmer, 
1984). The studies to date indicate a need for additional investigation 
into the relationship between organizational climate and burnout to 
attempt to identify the factors in the organizational climate that have 
an effect on burnout (Cherniss, 1980; Clagett, 1980; Kilpatrick, 1986; 
Maslach, 1982; Maslach & Jackson, 1986). 
A review of literature was undertaken to see if there is an 
established relationship between the dimensions of organizational 
climate and experienced burnout in faculty in higher education. The 
literature reviewed reveals that the present study is not an attempt to 
replicate earlier studies. However, two doctoral dissertations utilized 
organizational climate and burnout when studying the elementary school 
setting. 
Parrish (1985) investigated the relationship between perceived 
organizational climate in elementary schools and career burnout among 
teachers. The study determined the extent to which aspects of 
organizational climate (development press and control/task effectiveness 
press) are related to career burnout factors (emotional exhaustion, 
depersonalization, and personal accomplishment). 
Bruno (1987) studied the incidence of burnout among public school 
principals and teachers in suburban elementary schools and examined the 
relationship between school organizational climate and the burnout of 
principals and teachers. 
The review of the related literature which follows is presented in 
four sections: (1) burnout, (2) organizational climate, 
(3) measurement of burnout, and (4) measurement of organizational 
climate. 
Burnout 
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A great deal of attention has been given to the subject of burnout 
during the last fifteen years. The term "burnout" was first used to 
describe an occupational problem in an article on drug rehabilitation 
center counselors (Freudenberger, 1974). Since that time, the term has 
been applied in other professional settings such as nursing (Dick, 1986; 
Jones, 1981), day care (Maslach & Pines, 1977; Pines & Maslach, 1980), 
police officers (Jackson & Maslach, 1982; Maslach & Jackson, 1979), air 
traffic controllers (Alexander, 1980), counselors (Anderson, 1985; Boy & 
Pine, 1980; Lynch, 1981), teachers (Bardo, 1979; Bivens, 1985; Bruno, 
1986; Colosurdo, 1981; DiFalco Vander Ven, 1982; Gmelch, Lovrich, & 
Wilke, 1984; Gover, 1984; Parrish, 1985; Seldin, 1987) child welfare 
(Daley, 1979; Freudenberger, 1977), and mental health (Pines & Maslach, 
1978). The htiman services professionals are often required to spend 
considerable time in intense involvement with other people. They are 
often unable to cope with this continual emotional stress and burnout 
occurs (Maslach, 1976; Maslach & Jackson, 1981). 
Concept of Burnout 
Maslach (1982) indicates that burnout is a syndrome characterized 
by emotional exhaustion, depersonalization, and reduced personal 
accomplishment that occurs among people who do some kind of "people 
work." Freudenberger and Richelson (1980) and Maslach (1982) state that 
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burnout is a response to a chronic emotional strain which has developed 
over a period of weeks, months, or even years. 
Edelwich and Brodsky (1980), DeVoe, Spicuzza, and Baskind (1983), 
and Forney and Wiggers (1984) consider burnout to be an attitudinal and 
behavioral phenomenon that involves a significant loss of motivation, 
enthusiasm, and energy. The individuals suffering from burnout lack 
empathy for their peers and their clients. 
Maslach (1982) explains that in burnout a negative shift in 
attitudes toward others occurs. This attitude is characterized by a 
gradual withdrawal from and blaming of work, clients, and co-workers. 
The individual also develops a negative attitude toward oneself that 
includes the loss of a sense of personal accomplishment and feelings of 
failure and inability to cope. 
Edelwich and Brodsky (1980) suggest taking a positive approach to 
burnout. This approach would enable individuals and institutions to 
realize that burnout can happen in a person's career and to deal with 
burnout on an ongoing basis. To the extent that individuals and 
institutions can anticipate what burnout is and recognize how, when and 
where it occurs, they will be better prepared to seek realistic 
remedies. 
Symptoms of Burnout 
The literature on burnout consistently focuses on the symptoms of 
the problem. Research studies have identified a number of symptoms of 
burnout (Pines, 1982; Schwab & Iwanicki, 1982a). The signs or symptoms 
of burnout mentioned in the literature indicate that burnout is a 
transactional process consisting of job stress, worker strain, and 
psychological adaptation or adjustment (Cherniss, 1980). 
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Carroll and White (1982) provide six broad categories of signs that 
are reliable indicators of burnout. The indicators of burnout relate to 
health, excessive behavior, emotional adjustment, relationship, value, 
and attitude. 
Pines (1982) found burnout to be positively correlated with 
turnover, tardiness, and intention to leave a job. Poor physical 
health, sleep problems, amount of alcohol drinking, headaches, loss of 
appetite, nervousness, and stomachaches were also found to be positively 
correlated with burnout (Jaremko, 1984; Maslach, 1976; Pines, 1981, 
1982; Schwab & Iwanicki, 1982). Feelings of hopelessness, marriage and 
family conflict, psychological problems, and loss of idealism about work 
are also significantly correlated with burnout (Pines, 1982; Schwab & 
Iwanicki, 1982b). However, satisfaction from work, life and oneself 
were negatively correlated with burnout (Pines, 1982). 
Demographic Factors and Burnout 
Much of the research on burnout has focused on demographic 
differences in an attempt to identify certain types of professionals or 
occupational groups that may relate to the amount of burnout reported. 
Common demographic variables used in research are sex, race, age, 
marital status, education, number of years in an organization, number of 
years in current occupation, number of years in current assignment or 
position, and employment status (full-time or part-time). Other factors 
include environmental or working conditions, pay grades, performance 
appraisal, time since last promotion, and civil service level 
differences. 
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Age. Significant differences were found in the relationship of age 
groups to burnout. Younger faculty had higher levels of burnout than 
other groups (Bivens, 1985; Fong, 1984; Forney & Wiggers, 1984; Gover, 
1983; Maslach & Jackson, 1981; Schwab & Iwanicki, 1982b; Youree, 1984). 
Seagle (1986) found the respondents who were 51 and over indicated the 
highest level of burnout. Colasurdo (1981) found burnout to occur 
equally frequent at all age ranges.· Kilpatrick (1986) examined 34 
studies that reported the relationship of age to burnout. "Five studies 
showed pers-ons under 30 to be especially burned out, and 4 studies find 
those between 30 and 40 as particularly affected" (Kilpatrick, 1986, 
p. 92). 
Sex. The studies that report the relationship of sex to burnout 
present mixed findings (Kilpatrick, 1986). Colasurdo (1981), Gover 
(1983), and Schwab and Iwanicki (1982b) had nonsignificant findings 
while Di Falco Vander Ven (1982), Youree (1984), and Bivens (1985) 
found burnout more dominant in males. Seagle (1986) found burnout 
more prevalent in females. 
Level of Education. Kilpatrick (1986) found that 12 of the 24 
studies examined reported no difference in burnout based on level of 
education. The findings of Colasurdo (1981), Gover (1983), Schwab and 
Iwanicki (1982b), and Bivens (1985) also found no relationship between 
burnout and education. Burnout covaries directly with years of 
education in the twelve studies that reported differences in burnout 
based on education (Kilpatrick, 1986). 
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Years in Present Occupation. Research does not provide clear 
support for a relationship between number of years in present occupation 
and burnout (Bivens, 1985; Colasurdo, 1981; Gover, 1983; Kilpatrick, 
1986; Youree, 1984). 
Years in Present Position. The number of years spent in the 
current position or assignment has been suggested as a factor 
contributing to burnout. Studies exploring this relationship present 
mixed findings (Kilpatrick, 1986). Fong (1984) found a significant 
correlation between years in current position and burnout while 
Colasurdo (1981), Di Falco Vander Ven (1982), Gover (1983), and Schwab 
and Iwanicki (1982b) found no relationship. 
Departmental Differences. Kilpatrick (1986) explored the 
relationship between burnout and departmental differences. More studies 
(n = 10) report finding differences in burnout among departments than 
find no difference (n = 6) in burnout among departments. These figures 
would tend to support the view that total organizations are 
heterogeneous with regard to the presence of burnout (Kilpatrick, 1986). 
However, Kilpatrick (1986) indicates that Golembiewski suggests 
homogeneity of burnout within departments especially within the 
immediate first-level subordinates of each manager or supervisor. 
Other Factors. Other factors that have a significant relationship 
with burnout are number of years of noneducation employment (Gover, 
1983), students with very different levels of ability (Clagett, 1980; Di 
Falco Vander Ven, 1982; Melendez, 1986), role overload (Forney & 
Wiggers, 1984; Melendez & de Guzman, 1983), and salary and fringe 
benefits (Clagett, 1980; Gover, 1983; Kilpatrick, 1986; Melendez, 1986). 
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Factors identified as having a nonsignificant relationship with burnout 
are area of teaching (DiFalco Vander Ven, 1982; Gover, 1983), and 
teaching load, number of preparations, and teaching required courses (Di 
Falco Vander Ven, 1982). 
Work Environment and Burnout 
Much of the stress and burnout literature suggests that different 
work environments can significantly affect the staff burnout rates 
within the organization (Golembiewski, Munzenrider, & Carter, 1983; 
Kilpatrick, 1986; Haslach & Jackson, 1986; Pines, 1982). Research has 
shown that in some facilities burnout was significantly higher than in 
others (Weinberg, Edwards, & Garove, 1979). 
Pines presents variables in the work environment that separately 
and together "have a crucial effect on the likelihood of the individual 
to burn out" (1982, p. 193) and play an important role in promoting or 
preventing burnout. These variables are categorized into four 
dimensions of the work environment: psychological, physical, social, 
and organizational (Pines, 1982). 
The psychological dimension of the work environment includes 
features that can be emotional (significance, actualization, growth) or 
cognitive (autonomy, variety, overload) in nature (Pines, 1982). 
The physical dimension of an environment includes fixed features, 
such as space, architectural structure, noise, and the flexibility to 
change fixed features to suit one's own tastes and needs (Pines, 1982). 
The social dimension of the work environment includes all the 
people coming in direct contact with the individual (service recipients, 
co-workers, supervisors, and administrators). Factors in the social 
dimension of concern in the discussion of burnout would be the number, 
problems, and relations with service recipients; the work relations, 
sharing, support, and challenges of co-workers; and the feedback, 
rewards, support and challenges of supervisors and administrators 
(Pines, 1982). 
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The organizational dimension of the work environment includes 
bureaucratic hassles (red tape, paperwork, communication problems), 
administrative features (rules and regulations, policy influence, and 
participation in decision-making), and the individual's role within the 
organization (role conflict, role ambiguity, and status disorders in 
career develop~ent). 
Implications. The implications from the studies relating to the 
factors within the 1vork environment that affect burnout are that the 
leadership of the organization can make changes in the work environment 
which will decrease the potential for burnout (Dick, 1986; Eddy, 1986; 
Magarrell, 1982; Melendez & de Guzman, 1983; Pines, 1982; Youree, 1984). 
In working towards a less stressful work environment, the following 
positive work factors should be emphasized: "organizational 
flexibility, degree of autonomy granted to the staff, pleasant work 
conditions; optimal variety, emphasis on work significance and personal 
growth, time out during periods of stress, and supportive and 
challenging collegial network" (Pines, 1982, p. 210). When developing 
the less stressful work environment, the following negative work factors 
would be minimized: "large ratio of clients to staff, unlimited 
bureaucratic interference, red tape, paperwork, senseless rules and 
regulations, role conflict, role ambiguity, and status disorders" 
(Pines, 1982, p. 210). 
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Stress and Community College Faculty 
Community college faculty have typically entered the ranks with the 
expectation of job security and stability. Their responsibility was to 
teach, and they expected an academically well-prepared student body 
(Cohen and Brawer, 1982). "The students we now have are different from 
the students in the 50s and 60s. They come with less academic 
background, and they need more remediation" (Watkins, 1982, p. 8). 
Faculty members now find themselves in institutions that are 
increasingly involved in providing compensatory education and 
occupational training. The colleges are reaching out beyond the 
confines of the campus to offer short courses and events in cooperation 
with other community agencies, open-circuit broadcasts, and innumerable 
educative, quasi-educative, and recreational activities. Adult and off-
campus programs are used to stabilize enrollments. There are more part-
time faculty members, increased student-faculty ratio, and decreased 
financial resources (Cohen and Brawer, 1982; Mayhew, 1979). Faculty 
and administration are being asked to do more with less. 
Today's faculty faces varying demands: Society's values are 
changing, parents want emphasis upon the basics, deans want increased 
productivity and greater involvement in the community, and students 
drift into and out of classes and want high grades (Cohen and Brawer, 
1982; Mayhew, 1979; Watkins, 1982; Youree, 1984). For example, faculty 
members are inundated with assignments and at the same time are expected 
to take new and creative approaches to their work (Watkins, 1982; 
Youree, 1984). 
Instruction and course preparation receive less time because of 
other required activities; involvement with committees, advisement of 
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students, and completion of administrative assignments consume about 15 
percent of the faculty members' time (Carnegie Foundation for the 
Advancement of Teaching, 1985). Increasing emphasis is placed upon the 
involvement of the faculty in the competition of the recruitment of 
students and the creation of new clientele within the population 
(Harper, 1977). 
At the conference on burnout sponsored by the City University of 
New York in 1982, Ayala Pines told conference attendees that the main 
causes of faculty burnout are "lack of significance in your work" and 
"lack of control over your environment. The feeling that what you do 
doesn't matter is a big cause of burnout" (Watkins, 1982). Community 
colleges are now expecting their faculty to retrain and to teach in 
areas outside their main area of interest. According to Pines, doing 
things you don't really want to do, such as teaching a related course 
instead of one you are academically prepared for, makes you feel that 
life is out of your control and may contribute to burnout (Watkins, 
1982). 
In many institutions, the division pf academic space deters the 
development of collegial relationships. Departments are so distant from 
each other that few faculty members in one department can speak 
meaningfully to members of another department. Faculty members are 
cordial, courteous strangers who have little meaningful contact. Rarely 
does one faculty member talk to another about his career (Watkins, 
1982). Burnout rates seem to be lower for those professionals who have 
access to a support system, especially if they are well-developed and 
supported by the larger organization. Professionals who actively 
express, analyze and share their personal feelings with their colleagues 
get things off their chest and at the same time have an opportunity to 
receive constructive feedback from other people. This communication 
process enables them to develop new perspectives and understanding of 
their work and relationships (Haslach, 1976; Pines, 1982). 
Organizational Intervention Strategies 
Some administrators handle burnout more effectively than others. 
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The organization with leadership, discipline, modeling, goal setting, an 
atmosphere of constructive guidance from the peer group, and guidance 
from the management \vi11 provide intervention strategies. The 
organization sponsored programs lend credence to the theory or belief 
that the organization cares about people (Matteson & Ivancevich, 1987). 
The work environment will be conducive for creating an organizational 
climate that decreases stress and lowers the potential for burnout 
(Edelwich & Brodsky, 1980). 
Kilpatrick (1986) noted that, although the need for measuring the 
effects of burnout interventions is discussed in research, little 
appropriate research exists. However, "the literature contains many 
prescriptions" (Kilpatrick, 1986, p. 144) for the problems of employees 
relating to stress and burnout. The following section presents a 
summary of the strategies used by organizations when addressing the 
factors that lead to increased stress or hurnout in the employees. 
Strategies. Organizations are using employee assistance programs 
(EAPs) to assist employees who have problems. Over five thousand 
programs in the public and private sectors serve approximately ten 
million employees in the United States (Matteson & Ivancevich, 1987). 
Today there are two categories of EAPs. The first category 
includes the traditional programs emphasizing stress prevention and 
stress management. Many of the programs are the equivalent of the 
alcoholism programs of the 1940s. Chemical abuse and substance abuse 
programs, as well as alcohol abuse programs, are provided. These 
programs are designed for people unable to cope with stressers or to 
respond to experienced stress (Matteson & Ivancevich, 1987). 
25 
The second category of EAPs are referred to as "broad-brush" 
programs (Shore, 1984). These programs do not restrict themselves to 
providing assistance only to employees with alcohol or drug problems but 
are designed to help employees deal with a variety of emotional problems 
whether work related or not. Maximizing individual-organizational 
relationships, individual strategies for dealing with stress, stress 
management treatment, and dealing with burnout are representative 
programs. The rationale for the broad-brush programs is that employees 
who make use of them are less likely to have an addiction problem and 
more likely to be experiencing too high a level of dysfunctional stress 
(Matteson & Ivancevich, 1987). 
Mayhew (1979) suggests measures that can be considered when 
providing for the emotional health of the faculty. Seminars, symposia, 
conferences, and colloquia to deal with the personal problems of faculty 
may be attempted. Special attention could be given to faculty members 
struggling against discrimination. However, Mayhew (1979) posits that 
the chief responsibility rests with the deans and department heads who 
should be sensitized to the emotional needs of the faculty and can 
provide the support needed. In addition, administrators who maintain an 
open-door policy and who encourage faculty members to drop in to talk 
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about whatever is on their minds can be highly influential in developing 
an institutional climate that decreases stress~ 
Quick acknowledges that "stress is an inevitable characteristic of 
academic life, but it need not become distress" (1987, p. 83). Four 
preventive systems for stress management appropriate for educational 
institutions are described by Quick and Quick (1984). Their plan is the 
development of systems that encompass organizational factors relating to 
participative management, flexible work schedule, career development, 
and social support. The implementation of these institutional stress 
management systems requires an organizational philosophy supportive of 
individual and institutional health. The leadership must also 
understand the uniqueness of the institution and those who work within 
it (Quick, 1987). 
Another program for dealing with the issue of stress is a program 
of anticipatory socialization (Matteson & Ivancevich, 1987). New 
employees of the organization are involved in a program to acquire the 
knowledge, skills, and values that are needed to make them effective 
organizational members. The program centers on the individual's 
expectations in his/her job role. The program provides an opportunity 
for the individual to have guided exposure to the negative aspects of 
the job, focuses on dealing with the situations and factors identified 
as negative aspects, assists in understanding what others expect of 
them, and develops skills in conflict resolution and negotiation. 
A performance feedback program that enables the employee to receive 
positive as well as negative feedback was proposed by Maslach and 
Jackson (1982). "Effective performance evaluation is an unrealized goal 
in many organizations" (Matteson & Ivancevich, 1987, p. 256). The 
emphasis of the developmental role to be played by performance 
evaluation, rather than the judgment&l role that is frequently the 
emphasis of the evaluation process, can be a critical factor in 
preventing burnout (Matteson & Ivancevich, 1987). 
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Shapiro (1982) argues that burnout is a function of neither the 
individual nor the environment. Burnout is the interaction between the 
two. Therefore, positive supervisory practices could improve the 
quality of the interaction of the individual and the environment and 
reduce the potential for burnout. "The challenge of providing creative 
supervision includes helping the novice staff member develop investments 
in work responsibilities, enhancing the competence of advancing staff, 
and encouraging experienced staff to develop their own styles of 
supervision and consultation" (Shapiro, 1982, p. 228). 
Another suggestion to reduce the severity of burnout involves 
adjusting the work environment and encouraging positive involvement of 
the members of the organization (Edelwich & Brodsky, 1980). Emotional 
pressure on the members of the organization can be relieved by 
restructuring the work environment to rotate responsibilities. This 
process provides variety for the individuals by periodically 
redistributing the responsibility for working with clients and for 
completing administrative tasks (Edelwich & Brodsky, 1980). 
Administrators will want to respond to workers' concerns, alleviate 
problems, and improve working conditions where possible. However, 
Edelwich & Brodsky (1980) caution that administrators are constrained by 
the ''givens" of budgets, bureaucratic politics, etc., just as the front-
line workers have constraints. Thus, employees must "learn to accept 
reality and take responsibility for making the choices that fulfill 
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their needs" (Edelwich & Brodsky, 1980, p. 193). Assistance can be 
given to help a person accept the parts of the job situation that cannot 
be changed, to make value judgments, and to act within the constraints 
of the organization. When it is not possible to change things, the only 
realistic intervention is to train staff members to cope with the 
existing conditions (Edelwich & Brodsky, 1980). 
Organizational Climate 
During the past thirty years researchers have published a great 
deal about factors that influence the attitudes and behaviors of 
individuals in organizations. Researchers have drawn distinctions 
between the geographical and the behavioral 'wrk environments. The 
geographical environment is described as the objective, physical, and 
social environment of the individual while the behavioral or subjective 
environment includes the perceptions and reactions to the environment by 
the individual. It is the behavioral environment that is used to 
describe the organizational climate (Litwin, 1968; Tagiuri, 1968). 
The term organizational climate is used to describe the attributes 
of subsystems of variables in the environment. Tagiuri explains that 
"climate has an interpretive quality" (1968, p. 22). He perceives 
ecology, milieu, social system,and culture to be more descriptive of the 
organization, and "the climate would depend upon their particular 
characteristics" (Tagiuri, 1968, p. 22). In this concept, "climate (or 
atmosphere) would be a less general, a less broad concept than 
environment. It could be used especially when it is desired to hold the 
task constant, and to express the character of an enduring situation" 
(Tagiuri, 1968, p. 22-23). Tagiuri also explains that "a particular 
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configuration of enduring characteristics of the ecology, milieu, social 
system, and culture would constitute a climate much as a particular 
configuration of personal characteristics constitute a personality" 
(1968 , p • 23) • 
Definitions of Organizational Climate 
When defining organizational climate, Forehand and Gilmer (1964) 
emphasize the factors within the organization that vary and can be 
specified, measured, and incorporated into empirical research. They 
define organizational climate as "the set of characteristics that 
describe an organization and that (a) distinguish the organization from 
other organizations, (b) are relatively enduring over time, and (c) 
influence the behavior of people in the organization" (Forehand & 
Gilmer, 1964, p. 362). 
Tagiuri stresses the perceptions of the members of the organiza-
tion; thus, "organizational climate connotes that the environment is 
interpreted by the members of the organization to have a certain quality 
to which they are sensitive and which, in turn, affects their attitudes 
and motivation" (1968, p. 27). 
Hellriegel and Slocum incorporate subsystems into their definition 
of organizational climate: "Organizational climate refers to a set of 
attributes which can be perceived about a particular organization and/or 
its subsystems, and that may be induced from the way that organization 
and/or its subsystems deal with their members and environment" (1974, p. 
256). 
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Concept of Organizational Climate 
Forehand (1968) includes three sets of variables in the concept of 
organizational climate. The first set of variables are the 
environmental variables which are external to the individual; e.g., the 
size and structure of the organization. The second set of variables are 
the personal variables which includes the individual's aptitudes, 
attitudes, and motives. The third set of variables in organizational 
climate are the outcome variables that are determined jointly by the 
environmental and the personal variables. Satisfaction, job motivation, 
and productivity are included in the outcome variables. 
Another concept of organizational climate considers the interaction 
of person variables and environmental variables (Joyce & Slocum, 1982). 
The interpretation of the variations in the environment by the members 
of the organization determines the degree to which the variables demand 
or constrain the operation of personal characteristics. Stress and 
conflict occur when the individual's perceptions of organizational 
practices and procedures differ from, or are inconsistent with, the 
common perception of these practices held by others in the organization 
(Joyce & Slocum, 1982). 
Organizational Influences 
Studies show that organizational climate influences the attitudes 
and behaviors of individuals in organizations (Xaczka & Kirk, 1968; 
Litwin, 1968; Pritchard & Karasick, 1973; Waters, Roach, & Batlis, 
1974). Individuals adapt to organizations through a learning process 
that relies heavily on consensual validation (James, Hater, Gent, & 
Bruni, 1978). Stern (1970 indicates this process provides individuals 
opvortunities to learn the behaviors that are accepted, rewarded or 
punished by others. The "fit" bet\Veen a person's perceptions of the 
climate and the prevailing organization climate influences both job 
performance and satisfaction. 
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Five aspects of an organization play a particularly important role 
in determining an organization's climate (Gilmer & Forehand, 1964): 
size and shape, leadership patterns, communication net,~orks, goal 
directions (goals of the organization), and decision-making procedures. 
The organizational variables affect climate directly ('J:"ield ~! Abelson, 
1982). Size (Forehand, 1968; James & Jones, 1976; Payne, Pheysey, & 
Pugh, 1971), structure (Payne & Pheysey, 1971), technology (Payne et 
al., 1971), centralization (James & Jones, 1976, Tagiuri, 1968), 
configuration (Tagiuri, 1968), formalization (James & Jones, 1974; Payne 
et al., 1971; Tagiuri, 1968), and standardization (James & Jones, 1976; 
Payne et al., 1971) are organization influences. 
~embers of the organization indirectly affect organizational 
climate (Field~ Abelson, 1982). Person influences on organizational 
climate include managerial behavior (Schneider, 1975), leadership 
patterns (James & Jones, 1974; Tagiuri, 1968), and rewards/controls 
(James & Jones, 1974; Payne & Pugh, 1976). 
Dimensions of Organizational Climate 
Organizational climate has been presented with numerous dimensions. 
Research shows that the four common dimensions of autonomy/control; 
degree of structure; rewards; ·and consideration, '~armth and support are 
apparent (1·laters, Roach, & Batlis, 1974). Heyer (1968) arrived at 
different descriptors for the dimensions of organi?.ational climate: 
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responsibility; standards; reward; organizational clarity; and friendly, 
team spirit. 
James and Jones (1974) found that organizational climate influences 
the perceptions of the individuals. This influence is moderated by the 
individual's group, task, and personality, (Downey, Hellriegel, & 
Slocum, 1975; Johnston, 1976; Newman, 1977). During employment, the 
individual also develops expectancies that are related to job behaviors, 
motivation, performance, and satisfaction (Newi'!an, 1977). Therefore, 
the longer individuals are in contact with an organization, the hlore 
difficult it is to change their climate perceptions (Schneider, 1973). 
Organization climates are important because of the relationship 
between the climates and the functioning of the organization or unit 
(Jones & James, 1979). "The climate concept seems to bear most directly 
on the understanding of individual and small group behavior. Where 
climat€ influences the behavior of total organizations, it does so 
through its influence on individual and small group behavior" (Litwin, 
1968, p. 47). 
Researchers found that multiple climates can exist within single 
formal organizations (Drexler, 1977; Johnston, 1976; Jones ~ James, 
1979; Schneider & Snyder, 1975). ~he multiple climates within 
organizations are defined by consensus of a group (Drexler, 1977; 
Johnston, 1976; Joyce & Slocum, 1982; Schneider~ Snyder, 1975). 
Defining organizational climates on the basis of consensus of 
individuals' psychological climates has the statistical advantage of 
ensuring that the ~ean organizational climates are reliable by 
definition (Joyce & Slocum, 1932). 
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Sells (1968) suggests that when organizational climate is used as 
the independent variable, its effects on individual behavior, 
communication patterns, and the like would be analyzed. If utilized in 
organizations, this research approach is believed to be more likely to 
lead to generalizations of systems within the organization which will 
assist administrators in understanding the behavior of individuals in 
their work environment (Sells, 1968). 
Relationship of Organizational 
Climate And Job Satisfaction 
A primary issue raised by researchers regarding the measurement of 
organizational climate is whether organizational climate is a variant of 
job satisfaction (Downey et al., 1974; LaFollette & Sims, 1975; Payne, 
Fineman, & Wall, 1976; Schneider & Snyder, 1975). Job satisfaction and 
organizational climate have aspects of common interest when 
investigating specific jobs or the total organization in which the jobs 
exist (Payne et al., 1976; Hellriegel & Slocum, 1974). 
The measures are different in two ways: (1) "job satisfaction is 
focused upon a particular job, while organizational climate refers to 
the organization as a whole;" and (2) "job satisfaction concerns a 
person's affective response to his job, while organizational climate is 
derived from a person's description of what the organization is like" 
(Payne et al., 1976, p. 46). Hellriegel and Slocum (1973) see the 
differences as organizational climate focusing upon the properties of 
the work environment and job satisfaction assessing the affective 
response to facets of the work environment. 
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Several studies addressed the question of whether the measures of 
organizational climate and measures of job satisfaction are redundant 
(Downey et al., 1974; Johannesson, 1973; LaFollette & Sims, 1975; 
Schneider & Snyder, 1975). Lafollette and Sims (1975) investigated the 
redundancy question. They assessed whether the organizational climate 
and organizational practices measures behaved as job satisfaction 
measures in relation to performance. If the measures of climate and 
satisfaction were redundant, the correlations would be equal. The 
research showed "that organizational climate and organizational 
practices factors do not relate to performance as do satisfactions 
relate to performance" (LaFollette & Sims, 1975, p. 274). 
Schneider and Snyder (1975) compared two instruments that were 
measures of satisfaction and one instrument that measures climate. They 
found "the two measures of satisfaction were more similar than either of 
the satisfaction instruments was like the measure of climate" (Schneider 
& Snyder, 1975, p. 322). Johannesson (1973) and Downey, et. al, (1974) 
had similar findings when they measured organizational climate, job 
satisfaction, and job performance in their study of the redundancy of 
organizational climate and job satisfaction. 
When comparing the job satisfaction measures and the organizational 
climate measure, the respondents, when grouped by position within an 
organization, "tended to agree more on the organizational climate than 
they did on their job satisfaction" (Schneider & Snyder, 1975, p. 326). 
The respondents who had the most "positive" description of the climates 
of their organizations were not necessarily the most satisfied employees 
(Downey et a1., 1974; Schneider & Snyder, 1975). In some positions, 
strong correlations exist between the individual's climate perceptions 
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and feelings of satisfaction; for individuals in other positions, the 
correlations were not present (Downey et al., 1974; Schneider & Snyder, 
1975). 
Downey et al., (1974) and Schneider and Snyder (1975) concluded 
that organizational climate and job satisfaction data are not 
equivalent; organizational climate is not analogous to the concept of 
global job satisfaction. Organizational climate measures reflect 
organization/descriptive differences; job satisfaction measures reflect 
individual/evaluative differences. 
Measurement of Burnout 
A variety of instruments have been used to measure burnout in 
educational settings. Kilpatrick (1986) found 19 different instruments 
had been used to assess burnout. Of the studies reviewed, 57.5 percent 
(n =50) used a variation of the Maslach Burnout Inventory (MBI). Eight 
studies used one of two versions of the instrument prepared by Jones, 
five used one of two versions of an instrument prepared by Pines, and 
three used instruments prepared by Berkeley. 
Offerman states that "the Maslach Burnout Inventory (MBI) is the 
best known and most widely used questionnaire for the assessment of 
individual occupational burnout among human service workers and other 
whose work involves intense interaction with other people" (1985, 
p. 419). "The Maslach Burnout Inventory is a well-constructed, well-
researched instrument, which should be of considerable use in diagnosing 
problems in a wide variety of human service occupations" (Dowd, 1985, 
p. 905). Dowd also suggested "it should be possible to relate the 
concept of burnout to a number of behavioral and attitudinal problems 
among human service workers and to devise appropriate remedial 
strategies" (1985, p. 905). 
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Development of the MBI was based on the need for an instrument 
appropriate for assessment of experienced burnout of human service 
workers in a wide range of occupations (Maslach & Jackson, 1981). The 
current version of the MBI was developed over a period of approximately 
eight years. The early versions of the instrument measured both the 
frequency and the intensity of experienced burnout. Sufficient evidence 
has been accumulated to show a fairly high correlation between the two 
dimensions when subscale scores are computed (Maslach & Jackson, 1986). 
"Therefore, the current edition of the MBI assesses only the frequency 
dimension" (Maslach & Jackson, 1986, p. 8). 
The frequency dimension was retained because "the frequency format 
is least similar to the typical format used in other self-report 
measures of attitudes and feelings. Therefore spurious correlations 
with other measures, due to similarities of response formats, should be 
minimized" (Maslach & Jackson, 1986, p. 8). Also, during the 
development of the instrument, the frequency format produced a scale of 
approximately equal ratios rather than a scale of equal intervals. 
Maslach and Jackson indicate "the seven points on the frequency 
dimension are explicitly anchored for the respondent, creating a more 
standardized response scale. Therefore, the researcher can be fairly 
certain about the meanings assumed by respondents for each scale value" 
(1986 ' p • 8) • 
A more extensive description of the Educators Survey, the form of 
the Maslach Burnout Inventory (MBI) designed for use with faculty 
members, is provided in Chapter 3. 
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Measurement of Organizational Climate 
The community college environment "may be viewed as a system of 
pressures, practices, and policies intended to influence" (Pace & Stern, 
1958, p. 277) the attainment of the organizational goals. An instrument 
can be used to measure the impact of factors of the institution upon the 
individuals within the institution. The information gathered provides a 
conceptualization of what the individuals perceive they must face and 
deal with while fulfilling the requirements of their position (Pace & 
Stern, 1958). Thus, administrators and faculty members can learn 
something about the dynamics of the college environment and the 
direction in which the college influences the behavior of the 
individuals within the institution. The instruments measure what is 
frequently called the organizational climate. 
A number of instruments are used to measure organizational climate. 
Payne and Pheysey (1971) constructed the Business Organization Climate 
Index using items from Stern's Organizational Climate Index. The 
instrument collects 12 types of data about individuals in business 
organization environments. 
Halpin and Croft (1963) used the Organizational Climate Description 
Questionnaire to assess the organizational climate in elementary 
schools. The instrument provides a description of the climate on an 
eight scale continuum from a closed climate to an open climate. When 
describing the organizational climate, identification of specific 
categories of factors within the climate is not possible. 
Borrevik (1972) modified the Organizational Climate Description 
Questionnaire to measure academic departments in institutions of higher 
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education. The instrument emphasized the four-year college and 
university environment and was not validated for institution-wide usage. 
Stern and Pace (1958) concentrated on the development of 
instruments for use in academic settings. The Organizational Climate 
Index is a general instrument that can be used to characterize a variety 
of work settings. The development of the instrument was based upon the 
fact "that people who share a common ideology also tend to share common 
interpretations of events" (Jones, 1985, p. 552). The instrument was 
designed for administration to members of an organization. Group scores 
provide six primary factor scores and two secondary factor scores that 
describe the individuals' interpretation of the environment. Because 
different institutional types tend to have slightly different factor 
structures, separate work environment scores can be determined for the 
K-12 work environment and the post-secondary work environment. 
A more extensive description of the Organizational Climate Index 
instrument is provided in Chapter 3. 
Summary 
Chapter 2 provided a review of the literature and research relating 
to burnout and organizational climate. The concept of burnout was 
developed. The symptoms of burnout, demographic factors that have been 
researched in relation to burnout, relationship of the work environment 
and burnout, and stress and the community college faculty were 
discussed. Organizational intervention strategies prescribed in the 
literature were presented. 
The concept of organizational climate was developed. 
Organizational influences, dimensions of organizational climate, and the 
relationship of organizational climate and job satisfaction were 
discussed. 
The most used instruments for the assessment of burnout and 
organizational climate were identified. A comprehensive review of the 
instruments used in the study, the Educators Survey, a form of the 
Maslach Burnout Inventory, and the Organizational Climate Index, is 
provided in Chapter 3. 
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CHAPTER III 
RESEARCH DESIGN AND PROCEDURES 
Existing research studies have identified sources of stress in 
faculty, have investigated the phenomenon of burnout in select groups, 
and have constructed instruments for measuring organizational climate. 
Few research studies have focused on the effect of the dimensions of 
organizational climate on the perceived level of experienced burnout 
among faculty. Research of the burnout of community college faculty is 
even more limited. 
This correlational study used the one shot case study design to 
investigate the relationship of the perceptions of organizational 
climate and experienced burnout among full-time faculty in selected 
public community colleges in Arkansas, Colorado, Kansas, Missouri, 
Nebraska, and Oklahoma. Campbell and Stanley (1963) diagram this study 
design as follows: 
X 0 
This chapter is divided into five main sections: Instruments used 
in the Study, Selection of Sample, Collection of Data, Measurement of 
Variables, and Statistical Measures. Each section has descriptive 
information. The procedures and methodology are presented where 
appropriate. 
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Instruments Used in the Study 
Three instruments were used to generate the data required for this 
study: (1) the Educators Survey--a form of the Mas1ach Burnout 
Inventory (MBI), (2) the Organizational Climate Index (OCI), and (3) a 
brief demographic survey (the Faculty Demographic Survey) designed by 
the researcher entitled. 
Burnout 
The educational edition, Educators Survey, of the copyrighted 
Maslach Burnout Inventory, published by Consulting Psychologists Press, 
Palo Alto, California, was used to obtain data concerning the 
experienced burnout of the subjects of this study. The instrument is 
labeled Educators Survey to avoid sensitizing the respondents to 
burnout. The 22-item instrument takes 10-15 minutes to complete and is 
self-administered. 
MBI Subscales. The MBI is designed to determine three different 
aspects of experienced burnout. The emotional exhaustion subscale 
assesses feelings of being emotionally overextended. The depersonal-
ization subscale measures an unfeeling and impersonal response towards 
recipients of one's service, care, treatment, or instruction. The 
personal accomplishment subscale assesses feelings of competence and 
successful achievement in one's work with people. 
Each aspect of burnout is measured by a subscale that uses from 5 
to 9 of the 22 items (Appendix A). Maslach and Jackson (1986) indicate 
that each of the subscale scores is independent, is to be considered 
separately as a measure of the degree of burnout, and is not to be 
combined with the others into a single total score. 
42 
The frequency with which the respondent experiences feelings 
related to each of the subscales is assessed using a seven-point, 
explicitly anchored response format. Respondents were to indicate 
whether they have never had this feeling (O) or, if they had this 
feeling, to select the best descriptor of how often they felt that way. 
The six descriptors for how often they felt that way were: (1) a few 
times a year or less, (2) once a month or less, (3) a few times a month, 
(4) once a week, (5) a few times a week, and (6) every day. 
Degrees of Burnout. Maslach and Jackson (1986) conceptualize 
burnout as a continuous variable that ranges from low to moderate to 
high degrees of experienced feeling. Scores for each of the subscales 
are considered low if they are in the lower third of the normative 
distribution, average if they are in the middle third, and high if they 
are in the upper third. The numerical scores for each of the degree of 
burnout categories are based upon the normative samples for post-
secondary education and are shown in Table I on page 43. 
In the subscales of emotional exhaustion and depersonalization, 
higher mean scores correspond to higher degrees of burnout. In the 
personal accomplishment subscale, lower mean scores correspond to higher 
degrees of experienced burnout (Maslach & Jackson, 1986). 
TABLE I 
RANGE OF EXPERIENCED BU&~OUT BY CATEGORY 
FOR POST-SECONDARY EDUCATION 
Low Average 
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High 
MBI Subscales (lower third) (Middle third) (upper third) 
Emotional Exhaustion ~13 14-23 >24 
Depersonalization ~8 9-13 )14 
Personal Accomplishment )37 36-31 <30 
n = 635 
Source: Maslach & Jackson, 1986 
Reliability and Validity. Reliability and validity have been 
established for the MBI (Bodden, 1985; Dowd, 1985; Iwanicki & Schwab, 
1981; Offerman, 1985). Maslach and Jackson (1986) estimated the 
internal consistency of the MBI using Cronbach's coefficient alpha. The 
reliability coefficients established for the subscales were: .90, 
emotional exhaustion; .79, depersonalization; and .71, personal 
accomplishment. Iwanicki and Schwab (1981) found similar estimates of 
internal consistency for teachers when using Cronbach's coefficient 
alpha: .89 for emotional exhaustion, .76 for depersonalization, and .77 
for personal accomplishment (Maslach & Jackson, 1986). Maslach and 
Jackson (1986) determined the test-retest reliability by using a sample 
of graduate students in social welfare and health agency administrators. 
The twu~four week test-retest reliability coefficients for the three 
subscales were the following: emotional exhaustion, .82; 
depersonalization, .60; and personal accomplishment, .80. All 
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reliability coefficients were significant beyond the .001 level. 
Maslach and Jackson (1986) established the convergent validity in three 
ways: (1) An individual's MBI scores were correlated with behavioral 
ratings made independently by a person who knew the individual well; 
e.g., a spouse or co-worker. (2) The MBI scores were correlated with 
the presence of certain job characteristics that were expected to 
contribute to burnout. (3) The MBI scores were correlated with measures 
of various outcomes that were hypothesized to be related to burnout. 
"All three correlations provided substantial evidence of the validity of 
the MBI" (Maslach & Jackson, 1986, p. 10). 
Bodden (1985), Dowd (1985), and Offerman (1985) state that the 
reliability and validity data are sufficient to demonstrate stability 
and meaning of the burnout construct of the MBI. 
Organizational Climate 
The copyrighted Organizational Climate Index published by the FAAX 
Corporation, Syracuse, New York, was used to obtain data concerning the 
perceived organizational climate of the educational institution in which 
the subject was employed. The 80-item Short Form OCI-375 SF takes about 
20 minutes to complete and is self-administered. 
The 80 statements describe the environment in which people work. 
The statements refer to daily activities, rules, policies, regulations, 
typical interests and projects, features of the physical environment, 
etc. The statements may or may not be characteristic of the subject's 
situation because organizations differ. 
The subjects identify which statements are characteristic of their 
colleges. If the statement is characteristic of the subject's 
situation, the statement is marked true. If the statement is not 
characteristic of the subject's situation, the statement is marked 
false. Each item that is answered as the answer is presented in the 
scoring key for colleges receives a score of one. 
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Factors of Organizational Climate. Eight factors of organizational 
climate are determined by the OCI. Six of the factors are considered as 
first order indices, and two of the factors are considered as second 
order indices. The higher the scores for the factors, the more 
prevalent the factors are in the organization. 
Definitions of the Factors. Richman and Stern (1979) defined the 
eight environment factors of organizational climate. The first six 
definitions are for the first order factors; the last two definitions 
are for the second order factors. 
Achievement Standards: Environments that are perceived as 
stressing high standards of personal achievement. The tasks are 
successfully completed, and high levels of motivation and energy are 
maintained. The established procedures are constantly subject to 
revision and improvement. The staff is given recognition for work of 
good quality and quantity (Richman & Stern, 1979). 
Impulse Control: Environments that are perceived as having a great 
deal of constraint and organizational restrictiveness in the work 
environment. "There is little opportunity for personal expression or 
for any form of impulsive behavior. Faculty and staff feel that their 
behavior is on display and act accordingly" (Richman & Stern, 1979, 
p. 11). 
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Intellectual Climate: Environments that are perceived as being 
conducive to scholarly interests in the humanities, arts, and sciences. 
The staff and the physical plant are seen as facilitators of these 
interests. Intellectual activities and pursuits characterize the 
general work atmosphere (Richman & Stern, 1979). 
Orderliness: Environments that are perceived as stressing 
organizational structure and procedural orderliness. Neatness is 
emphasized. There are pressures to conform to a defined norm of 
personal appearance and institutional image. The faculty are expected 
to accept and support administrative policy (Richman & Stern, 1987). 
Practicalness: Environments that are perceived as being well-
organized. The programs are likely to be well-structured and to have 
clear objectives. The rights and duties of staff are well-defined and 
the organizational hierarchy is well accepted (Richman & Stern, 1979). 
Supportiveness: Environments that are perceived as having respect 
for the integrity of the individual. A supportive environment that 
closely approximates the needs of the more dependent teachers. A sense 
of fair play and openness is prevalent in the working environment 
(Richman & Stern, 1979). 
Development: Environments that are characterized by high standards 
for intellectual achievement. Institutional supports for individual 
growth are maintained (Richman & Stern, 1979). 
Control: Environments that are characterized as having an 
institutional emphasis on an orderly work environment and a restriction 
of personal or individual expression (Richman & Stern, 1979). 
First and Second Order Scores. The 80 statements of the OCI are 
used to determine six first order factor scores and two second order 
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factor scores (Appendix B). The six first order factors are (1) 
achievement standards, (2) intellectual climate, (3) practicalness, (4) 
supportiveness, (5) orderliness, and (6) impulse control. Each score 
uses ten items from the 80 statements. Scores can vary from a low of 0 
to a maximum of 10. 
The second order factors are ~evelopment and control. The 
development score is the total of the scores for the first order factors 
of (1) achievement standards, (2) intellectual climate, (3) practical-
ness, and (4) supportiveness. Development scores can vary from a low of 
0 to a maximum of 40. The control score is the total for the first 
order factors of (5) orderliness and (6) impulse control. Control 
scores can vary from a low of 0 to a maximum of 20. 
Reliability and Validity. Reliability and validity have been 
established for the OCI. Reliability assessments for internal 
consistency of the OCI are reported in terms of the Kuder-Richardson 20. 
The reliability coefficients established for the factors were: 
achievement standards, .75; intellectual climate, .77; supportive-
ness, .73; practicalness, .69; impulse control, .65; orderliness, .66; 
development, .82; and control, .75 (Richman & Stern, 1979). The scale 
reliabilities are comparable to the reliabilities of other instruments 
used for assessing organizational climate (Skager, 1972). 
Pace and Stern (1958) and Jones (1985) indicate the instrument 
provides a valid description of very different environments and is 
capable of revealing sharp distinctions between colleges. The 
validating information indicates the OCI is capable of distinguishing 
between institutional environments (Skager, 1972). 
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Demographic Factors 
The Faculty Demographic Survey (Appendix B) was used to obtain 
information pertaining to personal variables from the respondents in 
this study. The instrument was designed to provide personal demographic 
information relating to the following variables: age, gender, years in 
current teaching position, years in teaching profession, number of 
different institutions taught in on a full-time basis, noneducation 
occupational experience, education, area of teaching, number of course 
preparations per semester, ability levels of students, and organization 
intervention strategies. 
Pilot Study 
The research instruments which consisted of the Faculty Demographic 
Survey, the Educators Survey, and the Organizational Climate Index were 
field tested by 17 doctoral candidates at Oklahoma State University. 
The pilot study was conducted in an effort to receive input regarding 
the research instruments in the following areas: (1) ease of 
completion, (2) completeness and understanding of instructions, (3) 
estimated time of completion, and (4) any relevant input concerning the 
research materials or the individual questions. 
Thirteen (76.4%) of the candidates returned the research 
instruments. The respondents suggested employee assistance programs 
that were not included in the demographic survey. Comments were made 
that provided different terminology for some of the employee assistance 
programs that were listed in the demographic survey. The changes 
indicated by the pilot study were used to finalize the materials for 
distribution. 
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Population and Sample 
The community colleges used in this study were from the list of 
educational institutions in The 1985 Higher Education Directory. The 
directory lists accredited institutions of post-secondary education that 
are legally authorized to offer and are offering at least a one-year 
program of college-level studies leading toward a degree, have submitted 
the information required for listing, and are accredited by a nationally 
recognized accrediting agency. 
Population 
The population for this study was the 87 community colleges listed 
in The 1985 Higher Education Directory that had an affiliation or 
control of state, local, or state and local and were located in the 
states of Arkansas, Colorado, Kansas, Missouri, Nebraska, and Oklahoma. 
Additional criteria for inclusion in the study were that the president 
and the chief academic officers were employed by the college during the 
prior academic year and would continue to be employed during the 1988-89 
academic year. 
An alphabetical list of the community colleges was prepared for 
each state. The president for each community college was determined by 
using The 1985 Higher Education Directory and The World Almanac and Book 
of Facts 1988. 
Sample 
For this study a purposive sample of 18 community colleges was 
chosen from the six state lists. Three community colleges were selected 
from each of the six states using a list of three random numbers 
so 
generated for each state by the computer program SYSTAT: The System for 
Statistics (1987). The presidents of the community colleges were 
contacted by telephone. The purpose of the study was explained, and the 
college president was asked for permission to have the full-time college 
faculty participate in the study. When requested, a miniproposal was 
sent for review. If the college president agreed to have the faculty 
participate in the study, the president was asked to identify an 
individual at the college to assist the researcher. The individual was 
contacted by telephone and procedures for the data collection were 
discussed. The telephone conversation was confirmed by letter. 
In the event any of the originally selected institutions could not 
participate, another random list of numbers equivalent to the number of 
colleges still needed within the state was generated by the computer 
program Systat: The System for Statistics (1987). The college 
presidents identified by the new list of random numbers were contacted 
using the procedure for the first list of colleges. The process of 
generating a list of random numbers and contacting college presidents 
was continued until three community colleges in each state were 
identified for participation in the study and individuals were contacted 
to assist with the study. Even though commitments had been received 
from three community colleges in each state, one eventually did not 
participate for administrative reasons. 
Subjects 
The units of measure of this study were the full-time faculty 
members employed in the selected community colleges in the states of 
Arkansas, Colorado, Kansas, Missouri, Nebraska, and Oklahoma. 
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and the faculty member had full-time teaching responsibilities during 
the prior academic year. 
Table II identifies the community colleges that participated in the 
study and provides the number of full-time faculty members employed by 
the institution. A total of 624 faculty members were contacted. 
State 
Arkansas 
Colorado 
Kansas 
Missouri 
Nebraska 
Oklahoma 
Total 
TABLE II 
COMMUNITY COLLEGES AND NUMBER OF FULL-TIME FACULTY 
IN THE SAMPLE FOR THE STUDY 
Community College 
Garland County Community College 
North Arkansas Community College 
Phillips County Community College 
Lamar Community College 
Otero Junior College 
Cowley County Community College 
Labette Community College 
Seward County Community College 
Jefferson College 
Penn Valley Community College 
Moberly Community College 
Mid-Plains Community College: McDonald-Delton 
Mid-Plains Community College: North Platte 
McCook Community College 
Carl Albert Junior College 
Murray State College 
Western Oklahoma State College 
Number of 
Full-time 
Faculty 
41 
18 
40 
24 
17 
35 
30 
41 
91 
82 
18 
22 
27 
18 
41 
34 
45 
624 
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Collection of Data 
The data were collected using three instruments. The first 
instrument, the copyrighted Maslach Burnout Inventory which was renamed 
the Educators Survey by Maslach, Jackson, and Schwab (Maslach & Jackson, 
1986), was used to measure job-related experienced burnout. The second 
instrument was the copyrighted Organizational Climate Index that 
measured the perceived environment in which the subjects work. The 
third was an instrument designed to elicit demographic information, the 
Faculty Demographic Survey, which was developed by the researcher. The 
copyrighted instruments were purchased by the researcher. 
The individual appointed by the community college president was 
contacted by telephone. The purpose of the study was discussed, and the 
procedures for data collection were outlined. Each college's 
representative provided a list of the current faculty members who would 
have full-time teaching responsibilities during the 1988-89 academic 
year and who had been employed at the college with full-time teaching 
assignment during the 1987-88 academic year. Each subject was assigned 
a number to be used during the followup process. 
The research instruments were numbered and assigned to the subjects 
by matching the subject number and the instrument number. The 
researcher prepared packets of materials for each of the subjects for 
the study. Each packet consisted of the Faculty Demographic Survey, the 
Educators Survey (MBI), the Organizational Climate Index (OCI), the OCI 
answer sheet, and a cover letter (Appendix D) explaining the study and 
providing instructions for mailing the materials to the researcher in a 
postage-paid, addressed envelope. The packets of materials for each of 
the colleges were shipped via UPS to the colleges' representatives. 
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The college representatives distributed the packets of materials to 
the subjects on September 8. As the research instruments were returned, 
the researcher checked off the names of the respondents on the numbered 
list of subjects. The predetermined minimum acceptable response of 50 
percent was attained by September 23 so there was no followup of 
nonrespondents. A telephone followup of five nonrespondents was 
conducted during the week of October 3-7. October 7 was the final date 
for accepting research instruments for use in the study. Questionnaires 
were returned by 342 (54.8%) of the subjects. 
Measurement of Variables 
The independent variables as measured by the eight factors of the 
Organizational Climate Index were score data. The respondent was asked 
to determine whether the statement applied to their organization and to 
mark the statement True or False. The respondent's answers were 
compared to the answers in the answer key and one point was given for 
each answer that matched the keyed answer. Ten statements were used to 
determine each first order factor score. Each first order factor score 
could vary from a low of 0 to a maximum of 10. The second order factor 
score of Development was the total of four first order factor scores: 
achievement standards, intellectual climate, practicalness, and 
supportiveness. Development scores could vary from a low of 0 to a 
maximum of 40. The second order factor score of control was the total 
of two first order factor scores: Orderliness and impulse control. 
Control scores could vary from a low of 0 to a maximum of 20. 
The independent variables as measured by the Faculty Demographic 
Survey were frequency data. 
I 
54 
The dependent variables as measured by the three subscales of the 
Maslach Burnout Inventory (Educators Survey) were score data. Each of 
the 22 items were measured by a Likert perception scale with values 
ranging from 0 to 6. The emotional exhaustion subscale score, which 
consisted of nine items, could vary from a low of 0 to a maximum of 54. 
Five items were used to determine the depersonalization subscale score. 
The score could vary from a low of 0 to a maximum of 30. The personal 
accomplishment subscale used eight items to determine the score. The 
Personal Accomplishment score could vary from a low of 0 to a maximum of 
48. 
The subscale scores were considered separately and were not 
combined into a single score. Maslach and Jackson (1986) recommend the 
use of the original numerical scores rather than the categorizations of 
low, average, and high levels of burnout when performing the statistical 
analyses. The original numerical scores were used to increase the power 
of the statistical analysis (Maslach & Jackson, 1986). 
Statistical Measurement 
As the research instruments were returned, all variables were coded 
by the researcher. Appropriate numerical values were used in 
preparation for the data analysis. Each respondent was treated as a 
separate case in the data file and was identified by the number assigned 
during the preparation of the packets of materials. A subfile structure 
was constructed which would allow for data analysis by college if 
necessary. The researcher entered the coded data into a data set in the 
computer, verified each case in the data file, and ran the statistical 
procedures which tabulated and analyzed the data. 
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The statistical program SYSTAT: The System for Statistics (1987) 
was used by the researcher to tabulate the responses from each question 
and to analyze the data. The data were first analyzed by using the 
subprograms STATS: STATISTICS and STATS: TABLES for distribution of 
responses as well as other descriptive statistics. 
For comparisons of two groups, the subprogram STATS: TTEST for 
independent groups was used. The p < .05 level of significance was used 
to test for significance of differences. 
The subprogram CORRELATIONS was used to determine the linear 
relationship of each of the demographic factors and the dependent 
variables. If a linear relationship existed and the Pearson £was 
significant at the p < .05 level, the demographic factors with 
significant relationships were identified as covariates. 
When three or more groups were involved, the MULTIVARIATE GENERAL 
LINEAR HYPOTHESIS subprogram was used for ANOVA, ANCOVA, and regression 
analysis. The ANCOVA was used for analysis when covariates had been 
identified. The p < .05 level of significance was used to test for 
significant differences. When the overall F was significant, the 
subprogram STATS: TUKEY'S (a) TEST (HSD) was used for post hoc analysis 
to determine which specific groups differed on the criterion variable. 
Summary 
This chapter presented a description of the research design which 
guided this study to determine the effect of the dimensions of 
organizational climate on experienced burnout of community college 
faculty. The design of this study included the measurement of the 
independent variables as defined by the Organizational Climate Index and 
the researcher developed Faculty Demographic Survey. The dependent 
variables were the three subscales of emotional exhaustion, 
depersonalization, and personal accomplishment as measured by the 
Educators Survey form of the Maslach Burnout Inventory. 
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The population for this study was the state and/or local controlled 
community colleges in the states of Arkansas, Colorado, Kansas, 
Missouri, Nebraska, and Oklahoma. The sample was 17 community colleges: 
three from the states of Arkansas, Kansas, Missouri, Nebraska, and 
Oklahoma, and two from Colorado. The units of measure were described as 
current full-time faculty who had full-time teaching responsibilities at 
the same institution during the previous academic year. 
The data were collected using the Organizational Climate Index, the 
Maslach Burnout Inventory, and the Faculty Demographic Survey. 
Representatives in each of the community colleges in the sample assisted 
in identifying the subjects and distributing the research instruments. 
The data were coded and entered into the computerized data file. 
The statistical program SYSTAT: The System for Statistics (1987) was 
used to provide descriptive statistics and to perform statistical 
analysis T-tests, ANOVAs, ANCOVAs, and multiple regression analysis. 
When the findings were significant, the post hoc analysis was performed 
using Tukey's (a) Test (HSD). 
CHAPTER IV 
FINDINGS 
This chapter presents the analysis of the data from the study 
investigating the relationship of organizational climate factors and 
burnout of full-time community college faculty. Three community 
colleges from Arkansas, Kansas, Missouri, Nebraska, Oklahoma, and two 
community colleges from Colorado participated in the study. 
Demographic data, perceptions of organizational climate factors, 
and perceptions of experienced burnout were collected from the full-time 
faculty using three instruments: (1) the Faculty Demographic Survey, 
prepared by the researcher; (2) the copyrighted Educators Survey (MBI); 
and (3) the copyrighted Organizational Climate Index (OCI). 
In this chapter a description of the sample, the statistical 
analyses and findings, and the interpretation of the data are presented. 
The research questions are addressed in relation to the data presented. 
Analysis of Responses 
The research instruments were distributed to 624 full-time 
community college faculty members via the campus mail system of each of 
the participating community colleges. Respondents were asked to 
complete the research instruments and return them to the researcher in 
addressed, postage-paid envelopes. Fifty-one percent of the full-time 
faculty members included in the sample responded within two weeks after 
57 
the distribution of the research instruments. Because the minimum 
requirement of a 50 percent response rate was attained from the 
responses to the first campus-mail distribution, a followup of all 
nonrespondents was not undertaken. 
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A telephone followup of a purposive sample of nonrespondents was 
conducted four weeks after the distribution date. Five nonrespondents 
were asked to provide the answers to the questionnaires during the 
telephone conversation. The data collected during the telephone 
interviews was compared to the mail responses using t-tests. There was 
no significant difference between the mail responses and the telephone 
responses. The five telephone responses were included in the sample 
returns for the study. 
There were 342 (54.8%) questionnaires returned by mail. Another 
five responses were received during the telephone followup of 
nonrespondents. Twenty-nine (4.6%) of the questionnaires were not 
usable because of incomplete information. Table III shows the total of 
347 responses and response rate of 55.6 percent. After checking for 
completeness of data, a total of 318 questionnaires (51.0%) were 
determined usable for the study. Another 277 (44.4%) of the faculty did 
not respond to the campus-mail distribution and or were not contacted 
during the telephone followup of nonrespondents. 
TABLE III 
DISTRIBUTION OF RESEARCH INSTRUMENTS 
AND RETURNS FROM THE SURVEY 
Category Number Percent 
Instruments Mailed 624 100.0 
Nonrespondents 277 44.4 
Total Sample Size 347 55.6 
Unusable Returns 29 4.6 
Used in This Study 318 51.0 
Description of the Sample 
The purposive sample of 17 community colleges in the midwest 
provided the subjects for this study. The 176 male respondents 
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represented 55.3% of the sample. The 142 female respondents were 44.7% 
of the sample. Fifty-four (54) or 38.0% of the females were in the 36-
45 age group while 62 males (35.2%) were in the 46-55 age group. Nearly 
two thirds of the respondents (65.4%) were from 36 to 55 years of age. 
Descriptive statistics for gender and age of the respondents are shown 
in Table IV. 
Age 
25 and below 
26-35 
36-45 
46-55 
56 and over 
Total 
TABLE IV 
NUMBER AND PERCENT OF RESPONDENTS 
BY GENDER AND AGE 
Female 
Number Percent 
1 0.7 
34 23.9 
54 38.0 
38 26.8 
15 10.6 
142 100.0 
Male 
Number Percent 
2 1.1 
27 15.3 
54 30.7 
62 35.2 
31 17.6 
176 99.9 
Teaching and Occupational Experience 
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Total 
Number Percent 
3 0.9 
61 19.2 
108 34.0 
100 31.4 
46 14.5 
318 100.0 . 
Respondents were asked to indicate the length of time in their 
current teaching position, the total years in the teaching profession, 
and the years of noneducation occupational experience. As presented in 
Table V, 93 (29.2%) indicated they had been in their present teaching 
position 5-10 years; 41 (12.9%) indicated they had been in their present 
position more than 20 years. 
Table V also shows that the group with the most respondents when 
identifying the total years of experience in the teaching profession was 
the group with more than 20 years of experience. That group represents 
100 faculty members (32.4 percent). Another 79 (25.6%) respondents had 
5-10 years in the teaching profession. The smallest group when 
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considering total teaching experience represents faculty members who had 
less than five years of teaching experience. Thirty-one respondents 
(9.7%) have less than five years of teaching experience. 
TABLE V 
NUMBER AND PERCENT OF RESPONDENTS BY YEARS IN CURRENT 
TEACHING POSITION, TOTAL YEARS TEACHING, AND 
OTHER OCCUPATIONAL EXPERIENCE 
Current Position Total Experience Occupational Experience 
Years Nunber Percent Number Percent Number Percent 
Less than 5 75 23.6 31 9.7 159 50.0 
5-10 93 29.2 81 25.5 80 25.2 
11-15 66 20.8 53 16.7 37 11.6 
16-20 43 13.5 49 15.4 25 7.9 
l'lore than 20 41 12.9 104 32.7 17 5.3 
Total 318 10D.b 318 100.0 318 100.0 
When considering the noneducation occupational experience of the 
respondents, 50 percent (159) had less than 5 years of experience 
outside the field of education. Another 80 (25.2%) had 5 to 10 years of 
noneducation experience. Seventeen respondents (5.3%) had more than 20 
years of noneducation occupational experience. 
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Number of Institutions 
The number of different institutions in which the faculty members 
had been employed was represented by six categories ranging from one 
institution to six or more institutions. The faculty member was asked 
to include the community college where currently employed when 
identifying the number of different educational institutions in which 
he/she had been employed. The largest group of responses was employment 
in one institution. Table VI shows that 106 (33.3%) had taught in only 
one educational institution. That would indicate that the only 
educational institution the respondent had knowledge of is the one where 
he/she was currently employed. Another 95 (29.9%) had been employed by 
two educational institutions. Two hundred sixty one respondents (82.1%) 
had been employed in three or less educational institutions. Only 12 
(3.8%) had been employed in six or more different institutions. 
TABLE VI 
Nill1BER AND PERCENT OF RESPONDENTS BY NUMBER 
OF DIFFERENT EDUCATIONAL INSTITUTIONS 
IN \<!HICH EHPLOYED 
Number of Number 
Institutions of Faculty Percent 
1 106 33.3 
2 95 29.9 
3 60 18.9 
4 29 9.1 
5 16 5.0 
6 or more 12 3.8 
Total 318 100.0 
Education and Subject Area Background 
The respondents were asked to identify the broad subject area in 
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which they did the majority of their teaching. They were also asked to 
indicate the highest level of education attained. Table VII on page 64 
provides a summary of the number and percent of faculty by educational 
level and major subject area of teaching. 
The 61 faculty teaching in vocational/technical programs represent 
19.2% of the total respondents. Health careers (16.4~) and business 
(15.1%) were the next most frequently identified subject areas of 
teaching. The "other" category was used by five respondents \vho teach 
developmental classes and two adult/basic education teachers. 
Subject 
Business 
English/Composition 
Health and 
Physical Education 
Health Careers 
HLm~anities 
Mathematics 
Natural Science 
Social Science 
Vocational/Technical 
Other 
Total 
TABLE VII 
NUMBER AND PERCENT OF RESPONDENTS BY LEVEL OF 
EDUCATION AND SUBJECT CATEGORY OF TEACHING 
Educational Level 
Associates Bachelors Bachelors+ Masters Masters+ Specialist 
N % N % N % N % N % N % 
0 o.o 1 0.3 6 1.9 5 1.6 29 9.1 2 0.6 
0 0.0 0 o.o 0 o.o 4 1.3 16 5.0 5 1.6 
0 o.o 2 0.6 2 0.6 3 0.9 4 1.3 1 0.3 
5 1.6 4 1.3 10 3.2 15 4.7 15 4.7 2 0.6 
1 0.3 0 o.o 2 0.6 4 1.3 19 6.0 1 0.3 
0 o.o 0 0.0 1 0.3 2 0.6 17 5.4 0 o.o 
0 o.o 1 0.3 0 o.o 0 o.o 17 5.4 0 o.o 
0 o.o 0 0.0 1 0.3 0 o.o 19 6.0 2 0.6 
9 2.8 4 1.3 10 3.1 11 3.1 19 6.0 1 0.3 
0 o.o 0 o.o 1 0.3 1 0.3 5 1.6 2 0.6 
15 4.7 12 3.8 33 10.4 45 14.2 160 50.3 19 6.0 
Doctorate Other 
N % N % 
5 1.8 0 o.o 
3 0.9 0 0.0 
1 0.3 0 o.o 
1 0.3 0 o.o 
1 0.3 1 0.3 
2 0.6 0 o.o 
7 2.2 0 o.o 
5 1.6 0 o.o 
2 0.6 5 1.6 
0 o.o 1 0.3 
2? 8.5 7 2.2 
Total 
N % 
46 15.1 
28 8.8 
13 4.1 
52 16.4 
29 9.1 
22 6.9 
28 8.8 
2? 8.5 
61 19.2 
10 3.1 
318 100.0 
0\ 
~ 
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One half of the respondents (50.3%) had earned their masters and 
completed additional course work beyond the masters degree. Forty-five 
respondents (14.2%) had earned their masters degree. More community 
college faculty had only an associate degree (4.7%) than had bachelors 
degrees (3.8%). The respondents who checked "other" stated they had 
occupational experience that was used as the criteria for preparation 
for employment in the subject area. 
Number of Course Preparations 
and Student Ability 
In order to determine whether the student mix in the classes was 
homogenous or heterogeneous, the respondents were asked to tell whether 
the classes they taught were comprised of students with very different 
levels of.ability. The respondents were also asked how many course 
preparations were usually required each semester. A comparison of the 
number of course preparations for the faculty who felt they taught 
classes with students of similar levels of ability and those who felt 
they taught classes with students of very different levels of ability is 
presented in Table VIII. Most of the faculty (92.5%) felt they taught 
classes with students of very different levels of ability. Nearly one-
half (48.4%) had three (24.5%) or four (23.9%) preparations per 
semester. In contrast, the 12 faculty (3.8%) who felt the students in 
their classes had similar levels of ability usually had one or two 
course preparations per semester. 
TABLE VIII 
NUMBER AND PERCENT OF RESPONDENTS BY NUMBER 
OF COURSE PREPARATIONS PER SEMESTER 
AND STUDENT ABILITY 
66 
Number of 
Preparations 
Similar Student Ability Different Student Ability 
Number Percent Number Percent 
1-2 46 14.5 12 3.8 
3 78 24.5 5 1.6 
4 76 23.9 3 0.9 
5 53 16.7 2 0.6 
6 or more 41 12.9 2 0.6 
Total 294 92.5 24 7.5 
n=318 
Employee Assistance Programs 
A list of various types of possible employee assistance programs 
was provided in the Faculty Demographic Survey. The respondents were 
asked to check all the programs that are provided by their community 
college. Four areas of counseling, eight topics for programs, and four 
miscellaneous items were included. The respondents were also asked to 
identify related assistance that is provided by their community college 
and that was not on the check list. Table IX on page 67 summarizes the 
employee assistance programs provided by the community colleges. 
TABLE IX 
NUMBER AND PERCENT OF RESPONDENTS WITH 
EMPLOYEE ASSISTANCE PROGRAMS PROVIDED 
BY THE COMMUNITY COLLEGE 
Program Number 
Counseling 
Career Development 124 
Smoking Cessation 32 
Stress Management 52 
Substance Abuse 36 
Leave of Absence 195 
Programs 
Collegial Support Groups 20 
Conflict Resolution 8 
Fitness/Exercise 126 
Smoking Cessation 32 
Stress Management 49 
Substance Abuse 26 
Time Management 24 
Sabbatical 191 
Services Made Available 
Through A Community-
based Agency 27 
Percent 
39.0 
10.0 
16.4 
11.3 
61.3 
6.3 
2.5 
39.6 
10.1 
15.4 
8.2 
7.5 
60.1 
8.5 
Note: Respondents could choose more than one answer. The 
total will be more than n = 318 and percents will be more 
than 100.0. 
More than half of the respondents had the opportunity to take a 
leave of absence or to take a sabbatical. The leave of absence was 
provided for 195 (61.3%) of the respondents; the sabbatical for 191 
(60.1 percent). Over one third had career development counseling 
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(39.0%) and fitness/exercise (39.6%) programs available. Services were 
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made available to 27 of the respondents (8.5%) through community-based 
agencies. Conflict resolution programs (2.5%) were identified the 
least frequently. 
Burnout 
The Educators Survey, a version of the copyrighted Maslach Burnout 
Inventory, was used to assess the level of burnout of the respondents. 
This 22-item instrument uses the frequency of occurrence as the basis 
for the response. The 22 items are used to provide three subscales: 
emotional exhaustion, depersonalization, and personal accomplishment. 
The higher the score on the the emotional exhaustion and depersonal-
ization subscales the higher the experienced burnout. The lower the 
score on the personal accomplishment subscale the greater the 
experienced burnout. 
The normative data (Maslach and Jackson, 1986) provides three 
categories of experienced burnout for each of the subscales. The 
categories are low burnout, average burnout, and high burnout. 
Level of Burnout 
Research question one asked: What is the level of burnout among 
faculty in community colleges? A summary of the data for the levels of 
experienced burnout of the respondents for the three subscales is 
presented in Table X on page 69. 
Emotional Exhaustion. Nearly two thirds of the respondents 
experienced either low or average burnout on the emotional exhaustion 
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subscale. Of the respondents, 121 (38.1%) experienced low burnout and 
118 (37.1%) experienced average burnout. 
TABLE X 
NUMBER AND PERCENT OF RESPONDENTS BY 
BURNOUT SUBSCALE CATEGORIZATION 
Lmv- Burnout Average Burnout High Burnout 
Subscale Number Percent Number Percent Number Percent 
Emotional 
Exhaustion 121 38.1 118 37.1 79 24.8 
Depersonalization 95 29.9 143 44.9 80 25.2 
Personal 
Accomplishment 86 27.0 147 46.3 85 26.7 
n = 318 
Depersonalization. On the depersonalization subscale, 143 
respondents (44.9%) experienced average burnout. High burnout is the 
least frequently experienced burnout on the depersonalization subscale. 
One fourth (25.2%) of the respondents experienced high burnout as 
measured by the depersonalization subscale. 
Personal Accomplishment. Nearly one half of the respondents 
(46.3%) experienced average burnout as measured by the personal 
accomplishment subscale. About one fourth of the respondents (27.0%) 
experienced low burnout and about one fourth (26.7%) experienced high 
burnout on this subscale. 
Comparison With Normative Data 
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Research question two asked: How do the levels of burnout compare 
with the normative data for post-secondary education? Normative data 
for the levels of burnout for people employed in the post-secondary 
education environment were provided with the Educators Survey (Maslach 
and Jackson, 1986). The mean and standard deviation is available for 
each of the three subscales. The t-test was used to compare the mean 
test scores of the respondents with the mean for the normative sample 
for each of the burnout subscales. There was no significant difference 
between the respondents and the normative sample. Table XI on page 71 
presents the information for the comparison of the experienced burnout 
of the respondents and the normative sample. This finding varies from 
the study by Di Falco Vander Ven (1982) in which the experienced level 
of burnout of the community college faculty was found to be lower than 
the normative sample. 
TABLE XI 
COMPARISON OF EXPERIENCED BURNOUT OF RESPONDENTS 
WITH BURNOUT SUBSCALE NORMATIVE SAMPLE 
FOR POST-SECONDARY EDUCATION 
Respondents Normative Sample 
Subscale M SD M SD 
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t 
Emotional Exhaustion 17.74 9.86 18.57 11.95 0.396 
Depersonalization 
Personal Achievement 
Total Number 
t = 1.96 
.OS 
5.82 
38.24 
4.83 5.57 
6.73 39.17 
318 635 
Organizational Climate Factors and Burnout 
6.63 0.138 
7.92 0.784 
The purpose of this study was to determine the relationship of the 
perceived dimensions of organizational climate to the experienced level 
of burnout among faculty in community colleges in the midwest. Some of 
the demographic factors identified through the review of research were 
considered to be, in part, a function of the experienced burnout as well 
as a function of the perceptions of organizational climate factors. 
Specific demographic factors were identified to be used as covariates 
with each of the organizational climate factors during the statistical 
analysis. 
The procedures used to determine the demographic factors to be used 
as covariates were as follows. The Pearson correlation coefficient was 
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used to test the assumption of linearity. The identified potential 
covariates were tested for homogeneity of slope. The potential 
covariates having a nonsignificant interaction with the independent 
variables were tested for low correlation between each of the pairs. 
Linear Relationship 
The Pearson correlation coefficient was used to test the basic 
assumption of linearity of the demographic factors and the burnout 
subscales: emotional exhaustion, depersonalization, and personal 
accomplishment. The demographic factors of gender, age, and career 
development counseling had a significant linear relationship with the 
three burnout subscales: emotional exhaustion, depersonalization, and 
personal achievement. A significant linear relationship existed 
between staff/professional development and the subscales 
depersonalization and personal accomplishment. Number of course 
preparations and the employee assistance programs of leave of absence 
and collegial support groups also have a significant linear relationship 
with the subscale personal accomplishment. Appendix E presents the £ 
values (df=316, cv =.111) for the test of linearity of the demographic 
.05 
factors and the burnout subscales. 
Homogeneity of Slopes 
Homogeneity of regression was used for the demographic variables 
that had a significant linear relationship with the burnout subscales 
and the eight independent variables identified as organizational climate 
factors. This preliminary test indicated that the assumption of equal 
regression of slopes was tenable and determined which demographic 
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factors could be used with each of the organizational climate factors 
during the analysis of covariance. Appendix F shows the results of the 
test of homogeneity of slope and the demographic factors with 
nonsignificant interactions with the organizational climate factors that 
were considered as potential covariates. 
Correlations Between Pairs 
Huck, Cormier and Bounds state that when two or more covariates are 
used in the analysis of covariance there is an increase of power "as 
long as (1) there is a high correlation between each covariate and the 
dependent variable and (2) there is a low correlation between each pair 
of covariates" (1974, p. 145). Because of the potential for use of 
multiple variables in the analysis of covariance, the demographic 
factors having nonsignificant interactions with the independent 
variables were tested for correlations between pairs. The results of 
the Pearson correlation coefficient for each pair of covariates is 
presented in Table XII on page 74. Only demographic factors with 
nonsignificant correlations between each pair were used as covariates in 
the analysis of covariance. 
Emotional Exhaustion. The test of linearity identified the 
demographic factors gender, age, and career development counseling as 
potential covariates. The homogeneity of regression determined that the 
demographic factor career development counseling had a significant 
interaction with the organizational climate factors development and 
control (Appendix F). 
Gender 
r 
Gender 1.000 
Age 
Number of 
Institutions 
Number of Course 
Preparations 
Career Development 
Counseling 
Collegial 
Support Group 
Leave of Absence 
Staff/Professional 
Development 
n=318; cv = .111 
.05 
TABLE XII 
LINEAR RELATIONSHIP OF THE DEMOGRAPHIC FACTORS 
IDENTIFIED AS POTENTIAL COVARIATES FOR 
USE IN THE ANALYSIS OF COVARIANCE 
Number of Career Collegial 
Number of Course Development. Support 
Age Institutions Preparations Counseling Group 
r r r r r 
0.153* 0.029 0.089 -0.021 0.050 
1.000 0.249* 0.056 0.139* 0.068 
1.000 0.052 -0.125 * -0.036 
1.000 -0.072 -0.034 
1.000 0.191 * 
1.000 
Leave 
of 
Absence 
r 
0.027 
-0.083 
-0.106 
-0.007 
0.145* 
0.126* 
1.000 
Staff/ 
Professional 
Development 
r 
-0.170* 
-0.009 
-0.081 
-0.035 
0.202* 
0.150* 
0.162* 
1.000 
........ 
~ 
75 
During analysis of covariance, gender, age, and career development 
counseling wer,e covariates with six organizational climate factors: 
achievement standards, intellectual climate, practicalness, 
supportiveness, orderliness, impulse control. Only gender and age were 
covariates with the organizational climate factors of development and 
control during analysis of covariance. 
Depersonalization. During the test of linearity, the demographic 
factors gender, age, career development counseling, and staff/ 
professional development were identified as potential covariates. The 
homogeneity of regression determined that the demographic factor age had 
a significant interaction with the organizational climate factors 
intellectual climate, supportiveness, and development (Appendix F). 
During analysis of covariance, gender, age, career development 
counseling, and staff/professional development were covariates with five 
organizational climate factors: Achievement standards, practicalness, 
orderliness, impulse control, and control. Only gender, career 
development, and staff/professional development were covariates with the 
organizational climate factors of intellectual climate, supportiveness, 
and development during analysis of covariance. 
Personal Accomplishment. The test of linearity provided the 
demographic factors gender, age, number of institutions, number of 
course preparations, career development counseling, collegial support 
groups, leave of absence and staff/professional development as potential 
covariates. The homogeneity of regression determined that the 
demographic factor age had a significant interaction with the 
organizational climate factor control (Appendix F); gender had a 
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significant interaction with the organizational climate factors 
intellectual climate, orderliness, and development; number of course 
preparations had a significant interaction with the organizational 
climate factor practicalness; collegial support groups had a significant 
interaction with intellectual climate and orderliness; and staff/ 
professional development had a significant interaction with the 
organizational climate factor practicalness. 
During analysis of covariance, gender, age, number of institutions, 
number of course preparations, career development counseling, collegial 
support groups, leave of absence and staff/professional development were 
used as covariates with three organizational climate factors: 
achievement standards, supportiveness, and impulse control. Age, number 
of institutions, number of course preparations, career development 
counseling, leave of absence and staff/professional development were 
used as covariates with two organizational climate factors: 
intellectual climate and orderliness. Gender, age, number of 
institutions, career development counseling, collegial support groups, 
and leave of absence were used as covariates with the organizational 
climate factor practicalness. Age, number of institutions, number of 
course preparations, career development counseling, and leave of absence 
were used as covariates with the organizational climate factor 
development. Gender, number of institutions, number of course 
preparations, career development counseling, collegial support groups, 
leave of absence and staff/professional development were used as 
covariates with the organizational climate factor control. 
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Organizational Climate Factors 
The faculty perceptions of organizational climate factors were 
measured by the copyrighted Organizational Climate Index (OCI). The 80 
items of the ocr refer to characteristics of the organization that the 
faculty member may or may not feel are characteristic of his/her 
educational institution. The statements refer to daily activities, 
rules, policies, procedures, regulations, typical interests and 
projects, features in the physical environment, etc. 
Eight factors of organizational climate are determined by the OCI. 
Six of the factors are considered as first order indices; two of the 
factors are considered as second order indices. The higher the scores 
for the factors, the more prevalent the factors are in the organization. 
Analysis and Interpretation of Data 
Research question three asked: What are the dimensions of 
organizational climate that relate to burnout among faculty in community 
colleges? This section analyzes the relationship of the eight 
organizational climate factors and the three burnout subscales. 
Emotional Exhaustion 
Feelings of being overextended or exhausted by one's work is 
categorized as emotional exhaustion when using the Maslach Burnout 
Inventory (Maslach and Jackson, 1986). The factors in the 
organizational climate as measured by the OCI that were significantly 
related to emotional exhaustion were the four first order factors of 
achievement standards, orderliness, practicalness, and supportiveness, 
and the second order factor of development. Higher factor scores on the 
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OCI were related to lower emotional exhaustion scores. The more the 
faculty member perceived the presence of these organizational climate 
factors, the lower the level of emotional exhaustion within the 
individual. Table XIV on page 79 summarizes the results of the analysis 
of covariance for the burnout subscale emotional exhaustion. Some of 
the characteristics -of the organization, as identified by Richman & 
Stern (1979) in their identification of factors, that were significantly 
related to faculty members' having low or average emotional exhaustion 
were the following: 
1. Recognition is given for work of good quality and quantity. 
2. Tasks are successfully completed. 
3. Established procedures are subject to revision and improvement. 
4. Institutional image is well defined. 
5. Faculty accept and support administrative policy. 
6. Program and institutional objectives are clear. 
7. Rights and duties of staff are well defined. 
8. Institutional programs are well structured. 
9. Organizational hierarchy is well accepted. 
10. Faculty sense an atmosphere of openness and fair play. 
11. Institution supports individual growth. (pp. 10-11) 
A significant relationship existed between age and emotional 
exhaustion when considering the organizational climate factor 
orderliness. A post hoc test (Tukeys HSD) revealed that the faculty in 
the 26-35 age group view organizational climate significantly different 
than the 46-55 age group. The 26-35 age group had higher scores on the 
orderliness climate factor. This would indicate they perceived the 
organization as being orderly, having conformity of appearance and 
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TABLE XIV 
ANALYSIS OF COVARIANCE FOR EMOTIONAL EXHAUSTION WITH AGE, 
GENDER, AND CAREER DEVELOPJ.1ENT COUNSELING AS COVARIATES 
Source 
Primary Factors 
Achievement Standards 
Gender 
Age 
Career Development Counseling 
Impulse Control 
Gender 
Age 
Career Development Counseling 
Intellectual Climate 
Gender 
Age 
Career Development Counseling 
Orderliness 
Gender 
Age 
Career Development Counseling 
Practicalness 
Gender 
Age 
Career Development Counseling 
Supportiveness 
Gender 
Age 
Career Development Counseling 
Secondary Factors 
Development 
Gender 
Age 
Control 
Gender 
Age 
* = p < .05; ** = p < .01 
F 
3.824 
4.486 
3.991 
3.897 
1.100 
7.649 
3.876 
4.256 
1.427 
6.552 
3.844 
2.863 
1.929 
4.790 
5.246 
3.753 
6.468 
0.695 
4.076 
1.908 
5.181 
3.291 
3.551 
1.289 
47.486 
1.281 
4.681 
0. 728 
6.732 
4.755 
Probability 
of F 
0.001** 
0.035* 
0.004** 
0.049* 
0.363 
0.006** 
0.004** 
0.040* 
0.176 
0.011* 
0.005** 
0.092 
0.048* 
0.029* 
0.001** 
0.054 
0.001 ** 
0.405 
0.003** 
0.168 
0.001 ** 
0.071 
0.008>:C* 
0.257 
0.001** 
0.259 
0.001** 
0.394 
0.010 
0.001** 
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institutional image, and expecting the faculty to support administrative 
policy. There was no significant difference of the respondents in the 
other age groups in their perceptions of the organizational climate 
factors that had significant relationships with emotional exhaustion. 
A significant relationship existed between gender and emotional 
exhaustion when considering the organizational climate factors achieve-
ment standards, impulse control, and orderliness. The females had 
significantly higher levels of emotional exhaustion than did the males. 
Depersonalization 
Having an impersonal response towards students and colleagues in 
ones work environment is classified as depersonalization when using the 
Educators Survey (HJ3I) (Haslach and Jackson, 1936). The factors in the 
organization as measured by the OCI that are significantly related to 
depersonalization were the three first order factors of achievement 
standards, practicalness, and supportiveness, and the second order 
factor of development. The results ·of the analysis of covariance for 
the burnout subscale depersonalization are presented in Table XV on page 
81. Some of the characteristics of the organization, as identified by 
Richman & Stern (1979) in their identification of factors, that were 
related to faculty members having low or average depersonalization were 
the following: 
1. High levels of motivation and energy are r.1aintained. 
2. High standards of personal achievement are stressed. 
3. Recognition is given for work of good quality and quantity. 
4. Established procedures are subject to revision and improvement. 
5. Institutional and program objectives are clear. 
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TABLE XIV 
ANALYSIS OF COVARIANCE FOR DEPERSONALIZATION \HTH 
GENT)ER, AGE, CAREER DEVELOPING COUNSELING AND 
FACULTY/STAFF DEVELOPHENT AS COVARIATES 
Probability 
Source F-Ratio of F 
Primary Factors 
Achievement Standards 2.995 0. 002>!<>~ 
Gender 4.872 0.028* 
Age 6.976 0.001** 
Career Development Counseling 1.170 0.280 
Staff/Faculty Development 2.191 1.240 
Impulse Control 0.840 0.580 
Gender 8.312 0.004* 
Age 6. 711 0.001** 
Career Development Counseling 2.084 0.150 
Staff/Faculty Development 1. 814 0.179 
Intellectual Climate 0.668 0.738 
Gender 4.909 0.027* 
Career Development Counseling 2.746 0.099 
Staff/Faculty Development 2.118 0.147 
Orderliness 1.584 0.119 
Gender 5.906 0.016* 
Age 7.743 0.001** 
Career Development Counseling 1. 843 0.176 
Staff/Faculty Development 2.659 0.104 
Practicalness 3.430 0.001** 
Gender 2.821 0.094 
Age 6.027 0.001** 
Career Development Counseling 0.746 0.388 
Staff/Faculty Development 1.110 0.293 
Supportiveness 5.382 0.001 *•!< 
Gender 2.686 0.102 
Career Development Counseling 0.965 0.327 
Staff/Faculty Development 2.899 0.090 
Secondary Factors 
Development 33.561 0.001 *:0:' 
Gender 1.239 0.267 
Career Development Counseling 1.372 0.242 
Staff/Faculty Development 0.767 0.382 
TABLE XIV (Continued) 
Source 
Control 
Gender 
Age 
Career ryevelopment Counseling 
Staff/Faculty Development 
**p < .01; *p < .05 
F-Ratio 
1.818 
6.972 
6.852 
2.651 
3.245 
6. Rights and duties of staff are well defined. 
7. Institutional programs are well structured. 
8. Organizational hierarchy· is well accepted. 
9. Sense of openness and fair play exists. 
10. Institution supports individual growth. 
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Probability 
of F 
0.178 
0.009** 
0.001** 
0.105 
0.073 
11. Organization provides support that approximates the individual's 
needs. 
12. High standards for intellectual achievement. (pp. 10-11) 
High scores on these organizational climate factors as measured by 
the OCI are related to low or average scores on the burnout subscale 
depersonalization. There was no significant difference in the groups 
based upon the demographic factors used as covariates except in the 
factor gender. Females had significantly higher levels of 
depersonalization than the males. 
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Personal Accomplishment. 
The feelings of successful achievement and accomplishment in one's 
work with people is personal accomplishment (Maslach and Jackson, 1986). 
Low scores on the burnout subscale personal accomplishment denotes high 
feelings of personal accomplishment. Individual's experiencing the lack 
of personal accomplishment have high scores on this subscale. Table XVI 
on page 84 presents the results of the analysis of covariance for the 
organi-zational climate factors as they relate to perso,nal 
accomplishment. One organizational climate factor, development, was 
significantly related to personal accomplishment. The organization is 
characterized, as identified by Richman & Stern (1979) in their 
definition of factors~ as having high standards for intellectual 
achievement while maintaining the institutional support for individual 
growth (pp. 10-11). The organization provides an environment that is 
well organized, well structured, and open to change. This supportive 
environment provides motivation and encouragement to the individual. 
The post hoc analysis (Tukeys HSD) showed there was no significant 
difference in the groups based upon the demographic covariate factors of 
age, number of course preparations, and number of institutions in which 
the faculty member had been employed. 
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TABLE XV 
ANALYSIS OF COVARIANCE OF PERSONAL ACCOMPLISHMENT WITH GENDER, 
AGE, NUMBER OF INSTITUTIONS, NUMBER OF COURSE PREPARATIONS, 
CAREER DEVELOPMENT COUNSELING, COLLEGIAL SUPPORT GROUPS, 
AND STAFF/PROFESSIONAL DEVELOPMENT AS COVARIATES 
Source 
Primary Factors 
Achievement Standards 
Gender 
Age 
Number of Institutions 
Number of Course Preparations 
Career Development Counseling 
Collegial Support Groups 
Leave of Absence 
Staff/Professional Development 
Impulse Control 
Gender 
Age 
Number of Institutions 
Number of Course Preparations 
Career Development Counseling 
Collegial Support Groups 
Leave of Absence 
Staff/Professional Development 
Intellectual Climate 
Age 
Number of Institutions 
Number of Course Preparations 
Career Development Counseling 
Leave of Absence 
Staff/Professional Development 
Orderliness 
Age 
Number of Institutions 
Number of Course Preparations 
Career Development Counseling 
Leave of Absence 
Staff/Professional Development 
F-Ratio 
0.691 
4.488 
2.325 
4.329 
12.890 
1.016 
1.469 
5.705 
4.731 
0.637 
5. 712 
2.484 
1.559 
2.626 
2.189 
1.361 
5.916 
4.511 
1.871 
2.159 
5.365 
12.760 
2.040 
6.640 
5.640 
1.433 
2.469 
1.556 
2.892 
2.159 
5.738 
6.573 
Probability 
of F 
o. 717 
0.035* 
0.057 
0.038* 
0.001* 
0.314 
0.226 
0.018* 
0.030 
0.765 
0.017* 
0.044* 
0.172 
0.035* 
0.140 
0.244 
0.016* 
0.035* 
0.056 
0.143 
0.021* 
0.001** 
0.154 
0.010** 
0.018* 
0.173 
0.045* 
0.173 
0.023* 
0.143 
0.017* 
0.011* 
TABLE XV (Continued) 
Source 
Practicalness 
Gender 
Age 
Number of Institutions 
Career Development Counseling 
Collegial Support Groups 
Leave of Absence 
Supportiveness 
Gender 
Age 
Number of Institutions 
Number of Course Preparations 
Career Development Counseling 
Collegial Support Groups 
Leave of Absence 
Staff/Professional Development 
Secondary Factors 
Development 
Age 
Number of Institutions 
Number of Course Preparations 
Career Development Counseling 
Leave of Absence 
Control 
Gender 
Number of Institutions 
Number of Course Preparations 
Career Development Counseling 
Collegial Support Groups 
Leave of Absence 
Staff/Professional Development 
*p < .OS; **p < .01 
F-Ratio 
1.637 
1.536 
3.139 
1.852 
1.154 
1.529 
5.945 
1.706 
5.796 
2.598 
5.290 
14.943 
0.917 
2.214 
6.325 
5.016 
16.078 
2.416 
4.096 
11.029 
1.996 
6.268 
2.463 
4.261 
1.235 
3.761 
2.087 
2.140 
6.002 
6.543 
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Probability 
of F 
0.104 
0.216 
0.015* 
0.103 
0.284 
0.217 
0.015* 
0.087 
0.017* 
0.108 
0.022* 
0.001** 
0.339 
0.138 
0.012* 
0.026* 
0.001** 
0.049* 
0.044* 
0.001** 
0.159 
0.013* 
0.118 
0.0407* 
0.293 
0.005** 
0.015* 
0.145 
0.015* 
0.011* 
Summary 
Chapter 4 described the sample of full-time faculty in community 
colleges in the midwest. The statistical analyses and findings were 
presented, and the data were interpreted. 
Three research questions were addressed: 
1. What is the level of burnout among faculty in community colleges? 
2. How do the levels of burnout compare with the normative data for 
post-secondary education? 
3. What are the dimensions of organizational climate that relate to 
burnout among faculty in community colleges? 
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The level of burnout on the three subscales of the Educators Survey 
(MBI) for the faculty in community colleges in the midwest was not 
significantly different from the normative sample. Four primary 
organizational climate factors and one secondary organizational climate 
factor as measured by the Organizational Climate Index (OCI) were 
significantly related to one or more of the three burnout subscales: 
emotional exhaustion, depersonalization, and personal accomplishment. 
The four primary factors were achievement standards, orderliness, 
practicalness, and supportiveness. The one secondary factor was 
development. 
CHAPTER V 
SUMMARY, CONCLUSIONS, AND RECOMMENDATIONS 
This correlational study was designed to assess the relationship of 
perceptions of organizational climate factors and experienced burnout of 
full-time faculty in community colleges in the midwest. A second 
purpose was to determine the level of burnout in full-time community 
college faculty and to compare the level of burnout with the normative 
information. 
Three research questions guided the research: 
1. What is the level of burnout among faculty in community colleges? 
2. How do the levels of burnout compare with the normative data for 
post-secondary education? 
3. What are the dimensions of organizational climate that relate to 
burnout among faculty in community colleges? 
Data for the study were collected using three instruments: (1) the 
Faculty Demographic Survey, (2) the copyrighted Educators Survey 
(Maslach Burnout Inventory), and (3) the copyrighted Organizational 
Climate Index. The population for the study was the 87 community 
colleges in a six-state region. The purposive sample for the study 
consisted of three randomly selected community colleges in each of the 
states of Arkansas, Kansas, Missouri, Nebraska, and Oklahoma and two 
community colleges in Colorado. The units of measure for the study were 
the 624 full-time faculty members in the sample. 
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The research instruments were distributed using the campus mail 
systems of the community colleges. The research instruments were 
returned to the researcher in postage-paid, addressed envelopes. The 
return of 325 research instruments (51.8%) within two weeks of the 
distribution exceeded the minimum requirement for returns of 50 percent 
established for the study. A followup of nonrespondents was conducted 
by telephone. There was no significant difference between the responses 
returned by mail and the responses received during the telephone 
followup as determined by t-tests on each item •. 
A total of 347 research instruments (55.6%) were returned. 
Examination of the research instruments determined that 318 (51.0%) 
respondents provided complete data and were usable in this study. The 
responses were coded by the researcher and were analyzed using the 
subprograms of the computer program SYSTAT: The System for Statistics 
(1987). 
Results of the Study 
The results of the study are presented in three sections. Each 
section relates to one of the three research questions. 
Research Question One 
The level of burnout of community college faculty for the three 
burnout subscales: emotional exhaustion, depersonalization, and 
personal accomplishment was measured using the Educators Survey (MBI). 
Emotional Exhaustion. Of the 318 respondents, 121 (38.1%) 
experienced a low level of burnout on the emotional exhaustion subscale. 
Another 118 (37.1%) experienced an average level of burnout on the 
emotional exhaustion subscale. 
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Depersonalization. Three quarters of the respondents experienced 
either low level or average level burnout. In the average burnout 
category were 143 respondents (44.9%). The 80 respondents experiencing 
high levels of burnout on the depersonalization subscale comprised 25.2% 
of the sample. 
Personal Accomplishment. A total of 147 respondents (46.3%) 
experienced average levels of burnout on the personal accomplishment 
subscale. About equal numbers of respondents experienced low levels of 
burnout and high levels of burnout as determined by the personal 
accomplishment subscale. Low levels of burnout were experienced by 86 
(27.0%) of the respondents while high levels of burnout were experienced 
by 85 (26.7%) of the respondents. 
Research Question Two 
The levels of burnout of the respondents in this study were 
compared to the levels of burnout. in the normative data for post-
secondary education provided by Maslach and Jackson (1986) for the 
Educators Survey (MBI). T-tests were used 'for the comparison. There 
was no significant difference between the two groups. 
Research Question Three 
The organizational climate factors with a significant relationship 
to the burnout subscale emotional exhaustion were achievement standards, 
practicalness, supportiveness, and development. Demographic factors 
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that were determined to be appropriate covariates were gender, age, and 
career development counseling. 
For the burnout subscale depersonalization, the organizational 
climate factors with a significant relationship were achievement 
standards, practicalness, supportiveness, and development. The 
demographic factors that served as covariates during the analysis of 
covariance were gender, age, career development counseling, and 
staff/faculty developmentA 
The organizational climate factor of development was significantly 
related to the burnout subscale personal accomplishment. The 
demographic factors used as covariates during the analysis of covariance 
were age, number of institutions where employed, number of course 
preparations per semester, and the employee assistance programs of 
career development counseling and leave of absence. 
Conclusions 
The following conclusions were drawn after analyzing the findings 
of the study and the review of literature. 
1. It is concluded that the levels of burnout among full-time 
community college faculty in the midwest are similar to the levels of 
burnout of other postsecondary educators. 
2. It is concluded that the demographic factors of age and gender 
are important factors when considering burnout in community college 
faculty. Other factors that should be given recognition when 
considering factors related to burnout are the number of course 
preparations per semester; the number of institutions where a person has 
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been employed; the availability of career development counseling, leave 
of absence, and staff/professional development. 
3. It is concluded that community colleges that provide an 
environment of respect, communication, adaptability, structure, 
expectation, and acceptance will increase the potential for maintaining 
lower levels of burnout. 
4. It is concluded that community colleges that provide standards, 
motivation, objectives, and opportunities for professional growth will 
decrease the emotional exhaustion and depersonalization experienced by 
the faculty. The presence of these factors will also increase the 
feelings of personal accomplishment by the faculty. 
5. It is concluded that since the level of burnout among community 
college faculty members is more prevalent today than six years ago, 
community college administrators need to be more cognizant of 
organizational climate as it relates to faculty burnout. 
Implications 
The results of this study support the concept that there are 
organizational climate factors that are related to burnout among 
faculty. When the perception of the presence of these factors in the 
educational organization is more prevalent, the levels of emotional 
exhaustion and depersonalization are lower and positive feelings of 
personal accomplishment are greater. Administrators \•Tho are concerned 
about the potential problem of burnout among their faculty need to be 
aware of the demographic factors and the organizational climate factors 
that are related to burnout. 
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The distribution of the age of the faculty is important. Faculty 
members in the 26-35 age group perceive the organizational climate 
factor orderliness differently than do the faculty members in the 46-55 
age group. The 26-35 age group perceives the organization as more 
orderly and structured than does the 46-55 age group. When comparing 
the two groups, the 26-35 age group also perceives the organization as 
expecting faculty support of the administration and having conformity of 
appearance and institutional image. Administrators who want the faculty 
to perceive orderliness in the organization will need to provide the 
support, organizational structure, and procedures to support this 
perception in all groups. However, administrators will need to always 
be conscious of the difference in perceptions of these two age groups 
when considering the organizational climate factor orderliness. 
Administrators also need to be aware that the number of course 
preparations per semester, the number of institutions where a person has 
been employed, the availability of career development counseling, leave 
of absence, and staff development as they relate to burnout among 
faculty in their institution should be monitored. There is no 
particular group of faculty members that is significantly different than 
any other group in relation to these demographic factors. 
Administrators who want to develop a climate that decreases the 
potential for emotional exhaustion and depersonalization and increases 
the potential for personal accomplishment among the faculty need to make 
certain their management of the organization incorporates 
characteristics of the organizational climate factors of practicalness, 
supportiveness, achievement standards, and development. These 
characteristics include stressing high standards of personal 
achievement, providing recognition to faculty members for work of good 
quality and quantity, and treating the faculty with respect. 
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The policies and procedures of the organization will need to define 
rights and responsibilities while also providing an atmosphere of 
openness and fair play. Faculty members also need to be aware of 
program and institutional objectives. However, the faculty must 
perceive that these established procedures and objectives are subject to 
revision and to improvement. Organizations that create this environment 
provide support for the faculty to express their opinions, to feel their 
opinions are valued, and to feel their input is important in the 
decision-making process. 
It is also important to provide an organizational climate in which 
the individual feels the organization is providing support for his/her 
needs. The activities of the organization need to support the 
individual's motivations and objectives. 
Community college administrators who attempt to develop the 
organizational climate factors identified in this study acknowledge that 
burnout is not an individual problem and that organizational climate can 
be changed. By removing the barriers or factors relating to burnout, 
administrators may prevent the problem of burnout, may increase faculty 
productivity, and may improve the overall quality of education. 
Recommendations 
The following recommendations result from assessing the research 
methodology and the results of the study. 
1. This study was completed early in the school year when the 
faculty had just returned from either a summer or several weeks away 
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from the classroom. It is recommended that a similar study be developed 
to determine if the relationship of perceived organizational climate 
factors and the experienced level of burnout for faculty is different 
near the end of the semester or the end of the school year. 
2. A total of 29 respondents (8.3%) returned research 
instruments with incomplete data. Of the three research instruments 
used in the study, the instrument most frequently left incomplete or not 
attempted was the Organizational Climate Index. It is recommended that 
a shorter organizational climate factor instrument be developed. 
3. During this time of decreasing resources, administrators need 
to be willing to assess their organizations in order to determine 
factors that are affecting the productivity of the faculty. If the 
level of burnout is higher than the normative data provided, 
administrators should be willing to look at factors that may be related 
to experiencing higher levels of burnout. 
It is recommended that an instrument be developed that could assess 
both the organizational climate factors and the level of burnout. 
4. The sample was community colleges that had stability in the 
administrative leadership positions for at least one year prior to the 
study. A study should be developed to gather information to determine 
if community colleges undergoing changes in the administration are 
different. 
5. The study concentrated on only full-time faculty who had been 
employed during the previous academic year as full-time faculty. A 
study should be developed to gather information on the relationship of 
organizational climate factors and experienced stress for new full-time 
faculty and for part-time faculty to find out how they are different. 
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6. There is no data to show how community college administrative 
personnel differ from the faculty in their perceptions of organizational 
climate factors and experienced burnout. It is recommended that a study 
be developed to determine the relationship of organizational climate 
factors and experienced burnout for administrators and to determine how 
administrators differ from faculty. 
7. Student retention is a concern of community college faculty and 
administrators. The faculty have more contact with students than anyone 
else on campus. Student perceptions of faculty are measurable. A study 
should be developed to determine if there is a relationship between 
student perceptions of the faculty and the perceived organizational 
climate factors identified by the faculty. 
Summary 
Chapter V provided a summary of the results of the study, the 
conclusions of the study, the implications of the study, and 
recommendations for further research and actions to be taken. 
The implications of this study support the position of Quick and 
Quick that "not all stress at work is attributable to rigid 
organizational practices and demands" (1984, p. 33). The presence of 
the organizational climate factors of practicalness, supportiveness, 
achievement standards, orderliness, and development are related to one 
or more of the burnout subscales: exhaustion, depersonalization, and 
personal accomplishment among faculty. 
Community college administrators need to he aware that the level of 
burnout among community college faculty members is more prevalent today 
than six years ago. Knowledge of the organizational climate factors 
that are related to burnout can help the administrator plan for the 
reduction and management of that difficulty in the faculty. 
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Item 
No. 
ITEHS INCLUDED IN EACH OF THE SUBSCALES 
OF THE EDUCATORS SURVEY 
Statement 
Emotional Exhaustion Subsea!~ 
1. I feel emotionally drained from my work. 
2. I feel used up at the end of the workday. 
3. I feel fatigued when I get up in the morning and have to face 
another day on the job. 
6. Working with people all day is really a strain for me. 
8. I feel burned out from my work. 
13. I feel frustrated by my job. 
14. I feel I'm working too hard on my job. 
16. Working with people directly puts too much stress on me. 
20. I feel like I'm at the end of my rope. 
Depersonalization Subscale 
5. I feel I treat some students as if they \vere impersonal objects. 
10. I've become more callous toward people since I took this job. 
11. I worry that this job is hardening me emotionally. 
15. I don't really care what happens to some students. 
22. I feel students blame me for some of their problems. 
Personal Accomplishment Subscale 
4. I can easily understand how my students feel about things. 
7. I deal very effectively with the problems of my students. 
9. I feel I'm positively influencing other people's lives through my 
work. 
12. I feel very energetic. 
17. I can easily create a relaxed atmosphere with my students. 
18. I feel exhilarated after working closely with my students. 
19. I have accomplished many worthwhile things in this job. 
21. In my work, I deal \vi th emotional problems very calmly. 
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ITEI'1S INCLUDED IN EACH OF THE FACTORS 
OF THE ORGANIZATIONAL CLH1ATE INDEX 
Factor Items From The Organizational Climate Index 
Achievement Standards 6, 7, 23, 42, 46, 47, 49, 58, 69, and 72 
Intellectual Climate 13, 37, 45, 4(>, 57, 58, 62, 69, 77, and 78 
Practicalness 4, 12, 27, 32, 36, 54, 60, 66, 76, and 80 
Supportiveness 4, 12, 21' 28, 40, 52, 63, 67, 71, and 80 
Orderliness 23, 26, 29, 39, 44, 51, 61, 65, 70, and 75 
Impulse Order 11, 16, 18, 20, 30, 43, 53, 55, 73, and 79 
Factor Scores Used For 
Area Determination Of Score 
Development Achievement Standards 
Intellectual Climate 
Practicalness 
Supportiveness 
Control Orderliness 
Impulse Control 
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-FACUL TV DEMOGRAPHIC SURVEY 
Directions: Please place a check on the line to the left of the appropriate response. 
1. Gender: 
2. Age: 
Female 
Male 
25 and below 
26-35 
36-45 
46·55 
56 and over 
3. Number of Years in Current Teaching Position 
Less than five 
5-10 
11·15 
16-20 
More than 20 
4. Total Number of Years in Teaching 
Less than five 
5·10 
11·15 
16-20 
More than 20 
5. Number of Different Institutions Where You Taught on a Full-time Basis Including the 
Present Community College 
1 
2 
3 
4 
5 
6 or more 
6. Number of Years of Occupational Experience Other Than Teaching 
Less than five 
5-10 c 
11-15 
16·20 
More than 20 
7. Highest Level of Education 
Associate 
Bachelors 
Bachelors + 
Masters 
Masters + 
Specialist 
Doctorate 
Other (please specify) ___ _ 
(Continued on Other Side) 
a. SubJeCt Category in Which You Do the MaJOrity of Your Teaching 
Business 
English/Composition 
Health and Physical Education 
Health Careers 
Humanities 
Mathematics 
Natural Science 
Social Science 
Vocational/Technical 
Other (please specify) __ . 
9. Number of Course Preparations Usually Required Per Semester 
1·2 
3 
4 
5 
6 or more 
10. Do the classes that you teach usually include students of very different levels of 
ability? 
_Yes 
__ No 
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11. Please check all of the following employee assistance programs that are provided for 
the faculty in your college. 
Counseling 
Programs 
Mis.cellaneous 
Please Return To: 
Career Development 
Smoking Cessation 
Stress Management 
Substance Abuse 
Other (please specify) 
Collegial Support Groups 
Confl.ict Resolution 
Fitness/Exercise 
Smoking Cessation 
Stress Management 
Substance Abuse 
Time Management Training 
Well ness 
Other (please specify) -------------
leave of Absence 
Sabbaticals 
Services are Made Available Through a Community-based Agency 
Staff/Professional Development 
Other (please specify) --·--.. ----------
Delores M. Meyer 
P.O. Box 354 
Highland, KS 66035 
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(!)§[[] 
Oklahonla State University 
SCHOOL OF OCCUPATIONAL AND ADULT EDUCATION 
COLLEGE OF EOUCA TION 
September 8, 1988 
Faculty ~ember 
(Community College) 
(Address) 
(City, State Zip) 
Dear Faculty ~!ember 
I STILLWATER. OKLAHOMA 7407U406 CLASSROOM BUILDING 406 1405) 6l4-6.!15 
Your assistance is needed to help make a significant contribution to the 
knowledge about com~unity college faculty. Very little information is 
available about the topic selected for my doctoral research. 
120 
As part of the requirements for my doctoral degree in Occupational and Adult 
Education Administration 3t Oklahoma State University, I am attempting to 
gather information about the relationship of organizational climate factors and 
stress in full-t1mc community college faculty. The data will help to develop 
correlations between specific factors in the community colle~e work environment 
and the self-perceived levels of stress of the faculty members. 
Your (title of individual at the college), (inJividual's name), has agreed that 
I can ask you to participate in the study. The three research instruments will 
take 20-25 minutes to complete. 'fhe first item is a demographic survey 
consisting of items suggested in relevant literature and by educational 
adiDinistration specialists. The second item is a copyright stress inventory. 
The third ite:n is a copyright organizational climate index. The identifying 
number on each instrument will be used only to follow up on nonrespondents. 
\Jill you plensc complete the three instruments and return all the doculilents to 
me in the enclosed addressed, st~dped envelope. A summary of the results of my 
study will be provided to your coi!IIDunity college. If you have any questions, 
please do not hesitate to call me at Highland Community College, (913) 442-3236. 
Sincerely 
Delores H. Heyer 
Box 354 
Richland, KS 6603~ 
Enclosures 
! 
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LINEAR RELATIONSHIP OF TEE DENOGRAPHIC FACTOPS AND 
THE BURNOUT SUBSCALES: EMOTIONAL EXHAUSTION, 
DEPERSONALIZATION AND PERSQ}JAL ACCOMPLISHHENT 
Demographic Factor 
Gender 
Age 
Yrs. Teaching Experience 
Yrs. Current Position 
Number of Institutions 
Other Occupational Experience 
Level of Education 
Number of Course Preparations 
Ability Levels of Students 
Area of Teaching 
Employee Assistance Programs 
Career Development Counseling 
Smoking Cessation Counseling 
Stress lllanagement Counseling 
Substance Abuse Counseling 
Collegisl Support Group Programs 
Conflict Resolution Progra~s 
Fitness/Exercise Programs 
Smoking Cessation Programs 
Stress 1•1anagement Programs 
Substance Abuse Programs 
Time r•lanagement Training 
~Jellness Programs 
Leave of Absence 
Sabbaticals 
Services Available Through 
Community-Based Agency 
Staff/Professional Development 
df=316; cv =.111 
.05 
Emotional 
Exl1austion Depersonalization 
r r 
0.117* 0.151 * 
-0.207* -0.213* 
-0.026 -0.071 
0.009 -0.037 
0.010 -0.015 
0.039 -0.014 
0.035 0.010 
-0.023 -0.067 
-0.107 -0.006 
0.027 0.029 
-0.1G9* 0.141 * 
-0.054 -0.024 
0.081 0.031 
-0.080 0.038 
-0.124 0.061 
0.051 o. 011 
-0.045 -0.012 
-0.069 -0.026 
-0.053 -0.031 
-0.061 O.O:J4 
-0.029 -0.053 
0.003 -0.047 
-0.043 -0.043 
0.023 -0.006 
-0.017 0.068 
-0.079 -0.146* 
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Personal 
Accomplishment 
r 
-0.125* 
0.123* 
0.104 
-0.034 
0.121 * 
-0.017 
0.013 
0.189* 
0.004 
-0.022 
-0.126* 
-0.034 
-0.062 
-0.054 
-0.124* 
-0.093 
0.059 
-0.030 
0.034 
0.082 
0.045 
-0.034 
0.150* 
0.029 
-0.056 
0.190li 
APPENDIX F 
INTERACTION OF ORGANIZATIONAL CLIMATE FACTORS AND 
DEMOGRAPHIC FACTORS WITH A SIGNIFICANT LINEAR 
RELATIONSHIP WITH THE BURNOUT SUBSCALES 
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INTERACTION OF ORGANIZATIONAL CLINATE FACTORS AND 
DEHOGRAPHIC FACTORS \~ITH A SIGNIFICANT LINEAR 
RELATIONSHIP HITH EHOTIONAL EXHAUSTION 
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Organizational Climate Probability 
Factors and Covariates F of F 
Achievement Standards 
Gender 0.998 0.441 
Age 0.277 0.981 
Career Development Counseling 1.494 0.149 
Intellectual Climate 
Gender 1.185 0.304 
Age 1.333 0.691 
Career Development Counseling 0. 719 0.691 
Practicalness 
Gender 0.732 0.679 
Age 0.942 0 .L~89 
Career Development Counseling 0.702 0.707 
Supportiveness 
Gender 0.731 0.680 
Age 1.072 0.383 
Career Development Counseling 0.912 0.515 
Orderliness 
Gender 1.744 0.079 
Age 0.889 0.535 
Career Development Counseling 1.739 0.080 
Impulse Control 
Gender 0.306 0.973 
Age 0.634 0.768 
Career Development Counseling 0.838 0.582 
Development 
Gender 0.041 0.840 
Age 0.921 0.452 
Career Development Counseling 5.186 0.023* 
Control 
Gender 1.276 0.259 
Age 0.305 0.875 
Career Development Counseling 6.438 0.012* 
* = p < .05 
I~TERACTION OF ORGANIZATIONAL C!..IMATE FACTORS AND 
DEHOGRAPHIC FACTORS WITH A SIGNIFICANT LINEAR 
RELATIONSHIP WITH DEPERSONALIZATION 
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Organizational Climate Probability 
Factors and Covariates F of F 
Achievement Standards 
Gender 1.006 0.435 
Age 1.766 0.074 
Career Development Counseling 1.609 0.112 
Staff/Professional Development 1.612 0.913 
Intellectual Climate 
Gender 0.439 0.913 
Age 2.424 0.011* 
Career Development Counseling 0.325 0.966 
Staff/Professional Development 1.189 0.302 
Practicalness 
Gender 0.960 0.473 
Age 0.591 0.804 
Career Development Counseling 0.931 0.498 
Staff/Professional Development 1.893 0.053 
Supportiveness 
Gender 0.812 0.605 
Age 2.256 0.019* 
Career Development Counseling 0.533 0.850 
Staff/Professional Development 0.850 0.571 
Orderliness 
Gender 1.318 0.227 
Age 0.885 0.539 
Career Development Counseling 1.197 0.296 
Staff/Professional Development 0.753 0.660 
Impulse Control 
Gender 0.803 0.613 
Age 1.061 0.391 
Career Development Counseling 0.509 0.868 
Staff/Professional Development 0.639 0.764 
Development 
Gender 0.427 0.514 
Age 2.523 0.041* 
Career Development Counseling 0.162 0.688 
Staff/Professional Development 2.791 0.096 
Organizational Climate 
Factors and Covariates 
Control 
Gender 
Age 
Career Development Counseling 
Staff/Professional Development 
::~ = p < . 05 
F 
0.573 
1.272 
1.359 
3.137 
126 
Probability 
of Ji' 
0.450 
0.281 
0.245 
0.077 
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HlTERACTION OF ORGANIZATIONAL CLH1ATE FACTORS AND 
DEMOGRAPHIC FACTORS vJITH A SIGNIFICANT LINEAR 
RELATIONSHIP \HTH PERSOi'!AL ACCOMPLISHMENT 
Organizational Climate 
Factors and Covariates 
Achievement Standards 
Gender 
Age 
Number of Institutions 
Number of Course Preparations 
Career Development Counseling 
Collegial Support Groups 
Leave of Absence 
Staff/Professional nevelopBent 
Intellectual Climate 
Gender 
Age 
Number of Institutions 
Number of Course Preparations 
Career Development Counseling 
Collegial Support Groups 
Leave of Absence 
Staff/Professional Development 
Practicalness 
Gender 
Age 
Number of Institutions 
Number of Course Preparations 
Career Development Counseling 
Collegial Support Groups 
Leave of Absence 
Staff/Professional Development 
Supportiveness 
Gender 
Age 
Number of Institutions 
Number of Course Preparations 
Career Development Counseling 
Collegial Support Groups 
Leave of Absence 
Staff/Professional Development 
F 
0.611 
1.479 
1.056 
1.302 
1.189 
0.369 
0.105 
1.657 
1.928 
0.8B8 
0. 778 
1.239 
1.533 
4.256 
1.536 
1.189 
1.654 
0.812 
1.635 
1.939 
0.414 
4.931 
0.427 
2.204 
0.326 
1. 57/+ 
0.946 
1.511 
0.646 
0.421 
0.642 
1.170 
Probability 
of F 
0.788 
0.155 
0.396 
0.235 
0.301 
0.949 
1.000 
0.099 
0.048* 
0.536 
0.637 
0.270 
0.119 
0.040* 
0.135 
0.301 
0.100 
0.606 
0.105 
0.046* 
0.927 
0.027 
0.920 
0.022* 
0.966 
0.122 
0.1+85 
0.143 
0.757 
0.924 
0.761 
0.314 
Organizational Climate 
Factors and Covariates 
Orderliness 
Gender 
Age 
Number of Institutions 
Number of Course Preparations 
Career Development Counseling 
Collegial Support Groups 
Leave of Absence 
Staff/Professional Development 
Impulse Control 
Gender 
Age 
Number of Institutions 
Number of Course Preparations 
Career nevelopment Counseling 
Collegial Support Groups 
Leave of Absence 
Staff/Professional Development 
Development 
Gender 
Age 
Number of Institutions 
Number of Course Preparations 
Career ~evelopment Couriseling 
Collegial Support Groups 
Leave of Absence 
Staff/Professional Development 
Control 
Gender 
Age 
Number of Institutions 
Number of Course Preparations 
Career Development Counseling 
Collegial Support Groups 
Leave of Absence 
Staff/Professional Development 
* = p < .05 
2.205 
0.594 
0.323 
1.782 
1.351 
4.702 
1.425 
0.352 
0.484 
1. !~04 
1.386 
0.981 
0. 779 
0.329 
1.370 
1.378 
4. 779 
1.70~ 
1.964 
0.310 
0.593 
0.230 
0.045 
2.176 
0.620 
3.261 
1.964 
0.967 
3.447 
0.023 
2.142 
3.490 
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Probability 
of F 
0.036~:< 
0.802 
0.967 
0.071 
0.210 
0.031* 
0.177 
0.956 
0.885 
0.185 
0 .19/~ 
0.456 
0.636 
0.965 
0.201 
0.197 
0.030* 
0.148 
0.084 
0.866 
0.442 
0.632 
0.832 
0.141 
0.539 
0.012* 
0. 08L~ 
0.426 
0.064 
0.879 
0.144 
0.063 
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